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ABSTRACT
Developing and Maintaining Resilience in Charter School Executive Directors
by Erika Vanderspek
Purpose: The purpose of this exploratory phenomenological study was to identify and
describe the strategies used by charter school executive directors to develop and maintain
personal resiliency based on Everly, Strouse, and McCormack’s (2015) five factors of
personal resilience (active optimism, decisive action, moral compass, relentless tenacity,
and interpersonal support).
Methodology: This exploratory phenomenological study identified and described the
lived experiences of exemplary charter school executive directors in San Diego,
Riverside, and Orange counties. Based on recommendations from expert entities who
worked with the target population, the researcher used purposeful sampling to select eight
exemplary charter school executive directors. The researcher used an interview protocol
developed by the thematic research team to collect qualitative data, which were
transcribed, and participants were asked to review for accuracy. In addition, the
researcher collected relevant artifacts for data triangulation. The researcher coded the
data, identified emergent themes, and presented the data in frequency tables and with
descriptive narrative.
Findings: Data analysis yielded seven findings related to resilience strategies for
developing and maintaining active optimism, decisive action, moral compass, relentless
tenacity, interpersonal support, and personal resilience.
Conclusions: The study supported seven conclusions from the findings. The strategies
that exemplary charter school executive directors use to develop and maintain personal
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resiliency were (a) build trusting relationships; (b) expect and embrace challenge; (c) lead
in alignment with one’s mission, values, and purpose; (d) have confidence that success
will be achieved; (e) practice self-care and foster avenues of personal support;
(f) relentlessly pursue goals and persevere; and (g) engage in regular self-reflection.
Recommendations: Further research is recommended to replicate this study with other
target populations such as traditional district superintendents. Other studies are
recommended for quantitative analysis on large charter school executive director
populations, qualitative or mixed methods study on charter school executive director
turnover and interpersonal support, and longitudinal studies on charter school executive
director success with adversity.
Keywords: charter schools, adversity, charter school executive directors, resilience,
educational leader adversity, charter school executive director resilience, interpersonal
support, resilience strategies, K-12 education, charter school leader turnover, charter
school leader retention, educational leadership, charter school leadership
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PREFACE
Following discussions and considerations regarding the opportunity to study the
methods exemplary leaders use to develop and maintain personal resiliency, two peer
researchers in collaboration with two University of Massachusetts Global (formerly
Brandman University) faculty members organized to form this thematic research study.
This exploratory phenomenological research study framework was designed using
Everly, Strouse, and McCormack’s (2015) five factors of personal resilience. Each peer
researcher identified eight exemplary leaders to interview from within their identified
sample population. To ensure consistency and reliability across the thematic study, the
team of two peer researchers worked collaboratively to develop the purpose statement,
research questions, definitions of terms, interview protocol, and research study protocols.
Throughout the study, the term peer researchers was used to refer to the two
researchers who conducted this thematic study. The following is a list of the doctoral
candidates, along with their chosen field used in this research study, hereafter referred to
as peer researchers: Silas Gaussoin-Radcliffe, rural superintendents in Humboldt, Shasta,
Trinity, and Del Norte counties; Erika Vanderspek, charter school executive directors in
San Diego, Riverside, and Orange counties.
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CHAPTER I: INTRODUCTION
In recent years, workplace stress and burnout have become widespread problems.
According to Maslach (2017), burnout is an occupational hazard especially prevalent in
jobs in education, social services, and caregiving industries. Furthermore, burnout is
prolific in educational leadership (Robinson & Shakeshaft, 2015). School leaders are
responsible for managing schools, guiding instruction, interacting with stakeholders,
managing finances and operations, supervising personnel, and carrying legal liability for
all matters that could emerge in the school community, among other things (Beausaert,
Fröhlich, Devos, & Riley, 2016). In the midst of a global pandemic, educational leaders
faced unique, extraordinary challenges presented by COVID-19 in addition to what was
already a demanding job. As pressure on educational leaders increases to perform at
higher levels and as more crises emerge such as school violence and social injustice,
school leaders are faced with intense stress. Furthermore, the impact of the COVID-19
pandemic on mental health is yet to be identified (Mancini, 2020).
The pressures on school leaders are high and complicated (Andreyko, 2010).
Educational leaders across the nation report long days, feelings of isolation and
helplessness, perpetual visibility, complex decision making, and navigating politics as
factors negatively impacting their health, which can lead to attrition (Robinson &
Shakeshaft, 2015). Research has indicated the accountability measures and sanctions
outlined in federal legislation, such as Every Student Succeeds Act of 2015, have
contributed to increased perceived stress in school leaders (Ehrman & Wolff, 2019).
Typical administrator training and preparation programs provide technical skills for
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school leaders but may lack support with coping skills to mitigate stress (Klocko &
Wells, 2015).
Chief executive officers (CEOs) play a pivotal role in developing an
organization’s success. They set direction, build capacity and culture, and ensure
conditions support the organizational mission (Collins, 2001). For public schools in the
United States, evidence indicates leadership also plays a vital role, particularly at the
principal level, as well as at the teacher level, in improving student learning (Leithwood,
Seashore, Anderson, & Wahlstrom, 2004). The same holds true for public education’s de
facto CEOs—school district superintendents. Evidence suggests students demonstrate
achievement gains when the superintendent has been retained for 5 or more years in the
same district (Simpson, 2013). Successful and sustained leadership can improve student
learning, and improving leadership is key to implementing reform. However, more
research needs to be conducted on exactly how school superintendents achieve this
impact (Leithwood et al., 2004).
Similar to school district superintendents, charter school executive directors play
an integral role in the success or failure of a charter school while setting vision,
developing staff, ensuring conditions for student learning, and facing similar challenges
(Campbell, 2010). According to Holtzman (2019),
A charter executive director or CEO is a hybrid of school chancellor, school
principal and, depending on the day, human resources director, food service
manager or custodian. Because they’ve been entrusted with the autonomy to lead
a public school independent of any centralized bureaucracy, the charter school
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leader is charged with a range of responsibilities that in a traditional system are
generally handled by multiple (dozens!) of people. (p. 3)
The educational landscape in California, as well as in 44 other states and the
District of Columbia, includes public charter schools (Education Commission of the
States, n.d.). Charter schools are created by a contract or charter between the school
management and a local or state authorizing entity. The charter contract authorizes the
school to have autonomy in creating the instructional program, hiring staffing, and
maintaining budgets (Jason, 2017). Like traditional public schools, charter schools are
publicly funded, and charter school students are required to participate in the state’s
standardized assessments and accountability measures. However, charter schools are
considered schools of choice. Enrollment in a charter school is voluntary, and
parents/guardians of charter school students must opt to enroll their children in such
schools (Blazer, 2010). Charter schools in California were introduced to improve
learning outcomes and opportunities, encourage innovation, expand choices, employ
performance-based accountability, and provide competition (Charter Schools Act of
1992).
While traditional public school enrollment has been declining over the past 5
years (Harrington, 2019), California continues to see a rise in alternatives to traditional
public school, such as enrollment in charter schools (Hamlin & Li, 2020). Prior to the
COVID-19 pandemic, this was anecdotally attributed to school safety concerns, such as
violence and bullying. Nevertheless, many charter schools saw a rise in enrollment after
the pandemic’s shelter-in-place orders were lifted as families sought alternatives during
the instability created by COVID-19 (D’Souza, Fensterwald, & Willis, 2021).
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Growing, successful charter schools require leaders who possess an extraordinary
set of capabilities. Successful charter school leaders not only must be strong academic
leaders but also must apply proficient business, management, and financial skills in a
tenuous climate. The position demands a leader with a committed, resourceful, and
resilient character (National Alliance for Public Charter Schools, 2008). The fragile
climate and demands of the position have made the charter school leader role historically
complex, and it is even more so now than ever with the challenges presented by the
COVID-19 pandemic. Given the persistent, overwhelming challenges faced by today’s
school leaders, particularly charter school executive directors, these leaders are destined
for burnout (Kafele, 2018). The incidence of burnout, negative health outcomes, and
turnover, as well as the gap in the research, point to an urgent need for studying the
strategies exemplary charter school executive directors use to develop and maintain
personal resilience.
Background
In recent years, workplace stress has become a widespread problem (KaranikaMurray & Biron, 2015). Ongoing occupational stress may manifest into the
psychological condition known as burnout (Maslach, 2018). Employees who are stressed
and burned out may experience negative health outcomes and difficulty balancing life
events (Schmidt, 2018). Individuals experiencing burnout feel overwhelmed, lack
motivation, and have difficulty coping (Maslach, 2017). However, research has
suggested some people handle stress, challenges, and adversity more successfully than
others. This ability to cope with and overcome challenges is due to resilience (Everly,
Strouse, & McCormack, 2015). Patterson and Kelleher (2005) defined resilience as
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arising from hardship stronger than before. Resilience research provides strategies for
developing mindset and capacity to rebound from challenges efficiently and effectively
(Everly et al., 2015).
One of the most stressful jobs today is that of the school leader. School leaders,
including charter school executive directors, are responsible for guiding instruction,
increasing performance, interacting with stakeholders, managing finances and operations,
supervising personnel, and carrying legal liability, among other things (Beausaert et al.,
2016). As more global crises emerge such as school violence, social injustice, climaterelated disasters, and food instability, the responsibilities of the school system and its
leaders are increasingly complex, demanding, and stressful (Pont, Nusche, & Moorman,
2008). With the challenges presented by the COVID-19 pandemic, school leaders found
themselves scrambling to navigate unprecedented and highly stressful challenges (Starr,
2020). These persistent and growing pressures put educational leaders at risk for stress,
burnout, and attrition and in a position to benefit greatly from resilience research
(Campbell, Gross, & Lake, 2008; Robinson & Shakeshaft, 2015).
Theoretical Foundations
Resilience research has evolved from resilience as an innate trait to resilience as a
multifactored concept consisting of individual, familial, and community factors (Fergus
& Zimmerman, 2005). The development of resilience theories, such as invincibility
theory, compensatory theory, protective theory, inoculation (challenge) theory, and
resilience theory, demonstrated a shift in concentration from mental illness to mental
health. The parallel development of Bandura’s social cognitive theory influenced the
concept of resilience (Scoloveno, 2018). Furthermore, the shift to asset-based positive
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psychology prompted significant research on protective factors and positive development
instead of focusing on adversity and what is going wrong (VicHealth, 2015).
History of Resilience
Resilience research began with Norman Garmezy in the 1970s. Garmezy,
Masten, and Tellegen (1984) began studying children at risk for mental disorders and
found some children demonstrated positive outcomes even with risk exposure. Research
has indicated that the more risk to which individuals are exposed, the more likely they
will experience a psychiatric disorder (Rutter, 1979). Garmezy and Devine’s (1984)
research later developed into studies on resistance to stress, competence, and resilience,
including the seminal study entitled Project Competence, which continues today (Regents
of the University of Minnesota, n.d.). The initial discovery of positive outcomes in atrisk youth generated the field of resilience and studies on protective factors in children
who flourish despite exposure to adversity (VicHealth, 2015).
Invincibility Theory
The invincibility theory of resilience presented the resilient individual as having
the innate trait of being invincible or invulnerable to adversity. The individual is either
predisposed or not disposed to have the resilient characteristic. The invincibility theory is
no longer considered valid (Benard, 1997). Rutter (1999) concluded that resilience is not
static, but resistance to risk may emerge in time.
Compensatory Theory
The compensatory theory identifies protective factors as positive and risk factors
as negative. The separate factors do not interact but rather compete to influence the
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outcome. The protective factor can counteract the risk factor if the protective factors are
greater than the risk factors (Zimmerman & Arunkumar, 1994).
Protective Theory
Similar to compensatory theory, protective theory also identifies protective factors
as positive and risk factors as negative. However, in contrast to compensatory theory,
application of protective factors can protect the individual from risk of negative outcomes
before they occur (Werner & Smith, 1982). Garmezy’s (1991) pioneering work and the
longitudinal study Project Competence suggested mental illness could be prevented
through protective factors.
Inoculation or Challenge Theory
The challenge theory measures resilience outcomes based on level of risk
exposure. Low and high exposure to risk may result in negative outcomes. However,
moderate or sustained risk exposure may result in the development of strengths and
coping skills (Zimmerman & Arunkumar, 1994). Moderate exposure to risk may result
in the individual learning to overcome the challenge rather than give up in the face of
adversity (Wang, Zhang, & Zimmerman, 2015). The opportunity to develop coping skills
is a process. The challenge model is best suited for longitudinal studies that track how
risk exposure prepares individuals for coping skill competence in future contexts
(Fleming & Ledogar, 2008).
Resilience Theory
As resilience research has developed over the past years, psychologists have
moved away from pathology or vulnerability models and focused on strengths.
Researchers have suggested resilience is an ordinary process, not a trait, and normal, not
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invincible, people have the capacity for resilience (Masten, 2001). Further, resilience can
be developed and practiced using psychological capital, such as optimism, and the
strengths-based construct of resilience provides benefit to a person’s well-being (Luthar,
Lyman, & Crossman, 2014).
Resilience Models
Variable-focused and person-centered approaches. Resilience research has
evolved from resilience as an innate trait to resilience as a multifactored concept
consisting of familial, community, and cultural factors. Resilience models can be
categorized into variable-focused and person-focused approaches (Hooper, 2017;
Incantalupo-Kuhner, 2015; Masten, 2001).
The variable-focused approach encompasses using quantitative methods to
identify healthy psychological functioning by studying subjects, surroundings, and
experiences and their interaction with variables such as education and income level or
community engagement (Masten, 2001). The person-focused approach generally uses
qualitative methods to study individual subjects and their patterns to observe differences
in healthy versus maladaptive behaviors (Incantalupo-Kuhner, 2015).
The synthesis of variable-focused and person-focused research indicates resilience
is a basic, normative adaptive function, not an extraordinary presentation of
invulnerability as early deficit models of at-risk individuals indicated (Masten, 2001).
Variable-focused and person-focused research presents evidence that applying
interventions that add more assets will result in reaping compensatory effects and
counterbalance risk (Garmezy et al., 1984).
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Three dimensions of resilience. Patterson and Kelleher (2005) defined
resilience as arising from hardship stronger than before. The researchers created a model
illustrating the three dimensions of resilience to show how leaders use assets to address
challenges. The three dimensions are interpreting the current reality and future
possibilities presented by the hardship, assessing the capacity to address the challenge,
and the actions required to emerge resilient. School leaders may not choose the adversity
they face but may choose how to understand and address the adversity (Patterson &
Kelleher, 2005).
The resilience cycle. Patterson, Goens, and Reed (2009) presented resilience as a
dynamic and relative characteristic. Furthermore, Patterson et al. presented four phases
in a resilience cycle model to describe the experience of progressing through adversity to
a state of strengthened resilience. The subject begins the cycle with normal conditions
and moves through phases of “deteriorating, adapting, recovering, and growing”
(Patterson et al., 2009, p. 5). Patterson and Kelleher (2005) suggested the individual
focus on strategically applying energy to progress through the cycle and arise from
hardship stronger than before.
Disagreements and Misconceptions
Resilience research has evolved from a deficit model of psychopathology to an
asset-based, positive psychological construct (Benard, 1997). Psychologists’ initial
research focused on the individual. Individual traits were considered outcomes, and
individuals could either adjust or not adjust to the adverse situation (Hooper, 2017).
Southwick, Bonanno, Masten, Panter-Brick, and Yehuda (2014) acknowledged that
resilience may have explicit meaning in individual, familial, organizational, societal, and
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cultural contexts. Furthermore, the body of literature strongly specifies people are likely
more resilient in some contexts than others, and there are numerous types of resilience
based on context (Southwick et al., 2014).
Critics have urged resilience researchers to establish consensus on definitions and
methods to operationalize resilience into research. Variations in defining and measuring
variables can lead to different conclusions. Therefore, critics have called for increased
clarity and uniformity of definitions of competence skills to yield precise and practical
conclusions (Luthar, Cicchetti, & Becker, 2000).
Theoretical Framework
In their book Stronger: Develop the Resilience You Need to Succeed, Everly et al.
(2015) presented five factors of personal resilience as active optimism, decisive action,
moral compass, relentless tenacity, and interpersonal support. The authors indicated that
it is these five factors that contribute to an inner strength known as personal resilience.
Everly et al. described how individuals can embrace and use these factors to interact with
challenging conditions, protect themselves from stress, and overcome adversity. This
theoretical framework is relevant because it draws upon years of research analysis and
interviews with thousands of resilient people from various stressful positions to identify
how to develop and maintain resilience (Everly et al., 2015).
Active Optimism
According to Everly et al. (2015), active optimism is expecting the best possible
outcome and believing one can enact positive change in the face of adversity. Patterson
et al. (2009) described active optimism as expecting short-term setbacks but maintaining
a long-term way of thinking about the future in a positive manner. Moreover, active
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optimism is maintaining a positive, favorable outlook (Harrison & Westwood, 2009;
Scheier & Carver, 1985).
Decisive Action
Decisive action is choosing the path to success with confidence and responsibility
(Everly et al., 2015). According to Patterson et al. (2009), decisive action is acting with
certainty to achieve the best results from changing circumstances. Raisor (2011)
indicated that decisive action is effectively enacting swift, informed results.
Moral Compass
Moral compass is an inner sense, composed of honor, integrity, responsibility, and
fidelity, which guides leadership behavior (Everly et al., 2015). According to Larsen and
Derrington (2012), a moral compass is an individual’s standards of judgment or moral
righteousness. Furthermore, a moral compass is a hierarchy of an individual’s core
values and guiding ethical ideologies (Patterson et al., 2009).
Relentless Tenacity
Relentless tenacity is exhibiting steady persistence during times of adversity
(Everly et al., 2015). Patterson et al. (2009) described relentless tenacity as perseverance
without regard for obstacles or failure. When an individual exhibits relentless tenacity,
the individual is not simply refusing to give up but rather pursuing purposeful action that
is consistent with one’s core values.
Interpersonal Support
Interpersonal support is acquiring strength from a social community (Everly et al.,
2015). Patterson et al. (2009) indicated interpersonal support is the commitment among
members to willingly contribute to one another and the collective well-being during times
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of distress. Werner and Smith (1982) described interpersonal support as systems at the
individual, family, and community levels that provide protective factors against stress
and adversity.
Charter School Leadership
Charter schools are created by a contract or charter between the school
management and an authorizing entity such as a local school district, county office of
education, or the state board of education. Charter schools are tuition-free, public schools
and serve as another option in which parents can choose to enroll their students (Jason,
2017). There are approximately 1,300 charter schools currently active in California
(California Department of Education [CDE], n.d.-a). The charter school CEO, or
executive director, must serve as the instructional leader and manage finances and
operations just as a traditional school district superintendent does, but charter school
leaders face a constant looming threat of school closure for failure to implement
accountability and compliance measures (Campbell, 2010). Additionally, charter schools
exist only with the initial approval of their charter and then subsequent renewal cycle
approvals, which are from 2 to 7 years in length (O’Donnell, 2019). With this need for
permission to exist and the constant threat of closure or revocation, charter leaders are
likely to experience stress, burnout, and attrition (Campbell et al., 2008). For the
purposes of this study, a charter school executive director refers to the person in the
highest position at a charter school who is directly responsible for providing vision and
leadership for the school and serves as the direct report to the governing board of the
charter school.
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Statement of the Research Problem
The public education system is increasingly complex and challenging. School
systems are continually challenged with serving a greater range of student needs under
mounting pressure to meet demands for improvement (Bauer & Balzano, 2016). In
addition, as more global crises emerge such as school violence, social injustice, climaterelated disasters, and food instability, the responsibilities of the school system and its
leaders are expanding (Pont et al., 2008). With the challenges presented by the COVID19 pandemic, the complexities of the public education system have peaked to
unprecedented levels (Starr, 2020).
Leadership is critical to organizational success (Collins, 2001), yet leadership in
public education has historically been difficult. In addition to being responsible for
instructional and operational management, superintendents must navigate politics, make
difficult financial decisions, negotiate with unions, and carry legal liability for issues that
could emerge in their jurisdiction (Beausaert et al., 2016). The increased demands from
the COVID-19 crisis further expanded and changed the responsibilities for the
superintendent, who acts as public education’s de facto CEO.
Executive leadership in charter schools is as complex if not more so than the
district superintendent counterpart (National Alliance for Public Charter Schools, 2008).
Like the superintendent role, the charter school CEO, or executive director, must set
direction and demonstrate competence in academic, fiscal, and operational management
(Campbell et al., 2008). However, if district superintendents fail to demonstrate effective
results, they simply may be replaced. If a charter school executive director fails to meet
standards and implement policy, the entire organization could face revocation and
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immediate shutdown, resulting in hundreds or thousands of students without a school and
staff without jobs (Karanxha, 2013).
These seemingly relentless and insurmountable pressures put charter school
leaders at risk for stress, burnout, and attrition (Campbell et al., 2008). Psychologists
classify burnout as a response to chronic occupational stress and characterized by
exhaustion, cynicism, and reduced effectiveness. Individuals experiencing burnout may
feel overwhelmed, unmotivated, and have difficulty coping (Maslach, 2017).
Furthermore, employees who are stressed and burned out may experience negative health
outcomes and difficulty balancing life events (Schmidt, 2018). Burnout is a growing
problem in educational leadership (Maslach, 2017; Robinson & Shakeshaft, 2015).
This study is important because the charter school executive director role is
tenuous. Resilience offers protective factors against challenges, helps individuals
maintain balance, and reduces incidence of stress even in demanding work conditions
(Shatté, Perlman, Smith, & Lynch, 2017). Yet little is known about developing and
maintaining resilience in charter school executive directors. Running a charter school is
challenging, complex work (Dawson, 2019). The charter school movement is dependent
on quality charter school leaders—leaders who are supported, equipped, and resilient,
who can persist in caring for themselves, and who can therefore sustain charter schools
and the movement (Campbell & Gross, 2008).
Purpose Statement
The purpose of this exploratory phenomenological study was to identify and
describe the strategies used by exemplary charter school executive directors to develop
and maintain personal resiliency based on Everly et al.’s (2015) five factors of personal
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resilience (active optimism, decisive action, moral compass, relentless tenacity, and
interpersonal support).
Research Question
Central Research Question
What strategies do exemplary charter school executive directors use to develop
and maintain personal resiliency based on Everly et al.’s (2015) five factors of personal
resilience (active optimism, decisive action, moral compass, relentless tenacity,
interpersonal support)?
Subquestions
1. How do exemplary charter school executive directors develop and maintain resilience
through active optimism?
2. How do exemplary charter school executive directors develop and maintain resilience
through decisive action?
3. How do exemplary charter school executive directors develop and maintain resilience
through achieving a moral compass?
4. How do exemplary charter school executive directors develop and maintain resilience
through relentless tenacity?
5. How do exemplary charter school executive directors develop and maintain resilience
through interpersonal support?
6. How do exemplary charter school executive directors develop and maintain personal
resilience?
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Significance of the Problem
The role of the charter school leader is complex and demanding (National
Alliance for Public Charter Schools, 2008). School leaders are responsible for creating
vision and developing staff; navigating politics among stakeholders; and managing
resources, finances, operations, and instruction (Campbell et al., 2008). Today’s school
leaders are faced with mounting stress to raise student achievement while navigating
novel health, safety, and social crises (Ehrman & Wolff, 2019). The charter school
executive director faces the constant looming pressure that the school could be closed if
accountability measures are not met (Karanxha, 2013). Charter school revocation can
happen without warning. For example, in 2018, a Sacramento charter school was shut
down abruptly in the middle of the week, which caused significant upset and disruption
to students and staff who were left to find a replacement school (Park, 2018). Charter
school executive directors are not only faced with the challenging job tasks of traditional
superintendents but also faced, often with fewer resources for these tasks, with the added
pressure of political scrutiny and school closure if accountability measures are not met
(Campbell, 2010).
Charter schools continue to grow. There are 7,500 public charter schools in 44
states and the District of Columbia serving 3.3 million students (National Alliance for
Public Charter Schools, 2021). There is a critical need for sustained leadership at the
school CEO level because the success or failure of the organization hinges on the
leadership (Kaiser, Hogan, & Craig, 2008). Given the expanding, overwhelming, and
intensifying challenges and responsibilities facing today’s school leaders, burnout is
inevitable (Kafele, 2018). The incidence of burnout, negative health outcomes, and
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turnover in school leaders points to an urgent need for addressing these growing
occupational challenges. Research has indicated resilience is a crucial characteristic of
high-performing leaders (Duchek, 2020; Kim, Hanna, & Dotres, 2019; Maulding, Peters,
Roberts, Leonard, & Sparkman, 2012; Shatté et al., 2017). However, resilience has not
been studied in charter school leaders. A gap exists in the research that identifies
strategies for charter school executive directors to develop and maintain resilience to
navigate today’s challenges. This study will contribute to preparing the field of charter
school leaders.
The study findings will support charter school executive directors with resilience
strategies and support leadership sustainability. This study will have broader
implications for training and development of all school leaders who are faced with daily
crisis and stress. Furthermore, the study findings will provide benefit to teachers,
students, and parents in the greater educational community who work under stable,
exemplary leaders. This study will be important to charter school associations such as
the California Charter Schools Association (CCSA), Charter Schools Development
Center (CSDC), and the National Alliance for Public Charter Schools (NAPCS). The
associations are committed to developing and retaining quality charter school leaders as
part of providing innovative, quality learning opportunities for students and advancing
the charter school movement as a whole (CCSA, n.d.-b; CSDC, n.d.; NAPCS, 2021).
The study findings will also be useful to charter school boards and charter school
authorizers in order for them to support the charter school executive directors they
oversee.
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This study is significant because it provides resources to help charter school
executive directors develop and maintain resilience, which in turn help them manage the
stressors of the job, address emerging crises, and serve their school communities.
Understanding resilience in charter school executive directors will result in healthier
charter school leaders, sustained leadership, and better outcomes for students and the
community.
Definitions
For this study, the following definitions were used.
Everly et al.’s Five Factors of Personal Resilience
Active optimism. Active optimism is expecting the best possible outcome and
believing one can enact positive change in the face of adversity (Everly et al., 2015;
Harrison & Westwood, 2009; Patterson et al., 2009; Scheier & Carver, 1985).
Decisive action. Decisive action is changing course with confidence and
responsibility to achieve the best results from changing circumstances (Everly et al.,
2015; Patterson et al., 2009; Raisor, 2011).
Interpersonal support. Interpersonal support is the commitment among
members to willingly contribute to one another and the collective well-being during times
of distress (Everly et al., 2015; Patterson et al., 2009; Werner & Smith, 1982).
Moral compass. Moral compass is an inner sense, composed of honor, integrity,
responsibility, and fidelity, which guides leadership behavior (Everly et al., 2015; Larsen
& Derrington, 2012; Patterson et al., 2009).
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Relentless tenacity. Relentless tenacity is a purposeful course of action
consistent with one’s core values when an individual exhibits steady persistence during
times of adversity (Everly et al., 2015; Patterson et al., 2009).
Other Definitions
Charter Management Organization (CMO). A charter management
organization holds nonprofit tax exempt status, manages at least three schools with more
than 300 students, and is a separate corporate entity than the schools it manages (David,
2018).
Charter school executive director. The charter school executive director is the
highest position at a charter school who is directly responsible for overseeing finances,
operations, instruction, personnel, and facilities; providing vision and leadership for the
school; and serves as the direct report to the governing board of the charter school.
Personal resilience (operational definition). Personal resilience is the
individuals’ capacity to meet adversity and have positive results that they then apply to
future situations.
Personal resilience (theoretical definition). Personal resilience is the
psychological capacity created when an individual’s exposure to adversity results in
positively valued outcomes that protect the individual against maladaptive outcomes in
future trauma or stress (Fergus & Zimmerman, 2005; Kaplan, 2005; Rutter, 2012; Seery
& Quinton, 2016).
Delimitations
Delimitations are aspects that may affect or have the potential to affect the study
in a significant manner and are controlled by the researcher (Roberts, 2010). The study
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was delimited to eight exemplary charter school executive directors in Southern
California. The exemplary leaders were defined as those who were set apart from their
peers, had evidence of personal resilience, had a minimum of 5 years of experience in the
position, and exhibited at least two of the following characteristics:
1. Evidence of leading a successful organization
2. Articles, papers, or materials written, published, or presented at conferences
3. Recognition by their peers
4. Membership in professional associations in their field
Organization of the Study
This study on how exemplary charter school executive directors develop and
maintain resilience is organized to include five chapters, references, and appendices.
Chapter I introduced the study and provided an overview of the background, purpose
statement, research questions, and definitions. Chapter II provides a review of the
literature regarding resilience, leadership, and charter schools. Chapter III describes the
research design and methodology, including the population, sample, instrument used, and
data collection procedures. Chapter IV provides an analysis of the data and a discussion
of the findings. Finally, Chapter V presents a summary, conclusions, and
recommendations for further study.
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CHAPTER II: REVIEW OF THE LITERATURE
Chapter II presents a comprehensive review of literature addressing the historical
and theoretical foundations relevant to this study on developing and maintaining
resilience in exemplary leaders. A summary of literature on challenges faced by current
educational leaders is presented first. Next, the theoretical foundations on theories and
bases of resilience are presented. Literature related to the five factors of resilience (active
optimism, decisive action, moral compass, relentless tenacity, and interpersonal support)
according to Everly et al.’s (2015) theoretical framework is then provided. The chapter
concludes with a summary of literature on charter school leadership.
Challenges Today’s Educational Leaders Face
The responsibilities and pressures faced by today’s educational leaders are
increasingly complicated (Andreyko, 2010; Beausaert et al., 2016). School leaders are
responsible for, among other things, managing schools, guiding instruction, coordinating
accountability efforts, interacting with stakeholders, managing finances and operations,
supervising personnel, and carrying legal liability for all matters that could emerge in the
school community (Beausaert et al., 2016). Educational leaders across the nation report
long days, feelings of aloneness and powerlessness, constant scrutiny, difficult decision
making, and managing politics as occupational characteristics negatively impacting their
health, which can lead to attrition (Robinson & Shakeshaft, 2015).
As more localized and global crises emerge, the responsibilities of school leaders
continue to expand along with the incidence of stress (Pont et al., 2008). Research has
indicated that the increased accountability and compliance measures have contributed to
increased perceived stress in school leaders (Ehrman & Wolff, 2019). Typical
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administrator training and preparation programs provide technical skills but leave school
leaders without coping skills for alleviating stress (Klocko & Wells, 2015).
Now, in the midst of a global pandemic, educational leaders are experiencing
unique, unforeseen pressures presented by COVID-19 on top of what is already a
demanding job (Mills, 2020). As pressure on educational leaders increases to perform at
higher levels, school leaders are faced with a variety of negative health outcomes and
increased risk for turnover (Beausaert et al., 2016; Levin & Bradley, 2019).
Expanding Job Demands
One of the most demanding, complex, and stressful jobs today is that of the
school leader. As the CEO, a superintendent or charter school executive director reports
directly to the board of education and is responsible for providing leadership for the
school district or charter organization (Campbell et al., 2008; Crozier, 2018). A primary
responsibility of the superintendent is to cultivate the relationship with the school board
and carry out the board of education’s goals (Crozier, 2018). Other job requirements
include pedagogical, financial, and personnel management proficiency; staff
development; political discernment; understanding of child development; and emotional
intelligence (Carter & Cunningham, 1997). Superintendents and executive directors are
also responsible for engaging with multiple stakeholder groups (Campbell et al., 2008;
Crozier, 2018). Effective stakeholder engagement requires political acumen and ability
to recognize the potential impact that actions have on behaviors (Crozier, 2018).
The superintendent position was once acknowledged as the expert educator.
However, as the position has grown and changed over the past years, it has now become
the expert of all issues pertaining to the school district (Björk, Kowalski, & Browne-
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Ferrigno, 2014). According to DiPaola and Stronge (2003), superintendents are leaders,
tactical strategists, encouragers, fiscal experts, ambassadors, and politicians. Copeland
(2013) concluded that superintendents divide their role into five categories of planning,
listening, communicating, managing, and liaising. The superintendent is the chief
instructional leader who advises on personnel, resources, curriculum, and policy (Worner,
2010).
Since the 1970s, the deficits of public education have been a topic discussed at a
national level (Björk et al., 2014). When a federal report called A Nation at Risk was
published in 1983, the federal and state governments began initiating educational policy
reforms. Legislation, such as the No Child Left Behind Act of 2001 and the Race to the
Top Act of 2009, has been passed to implement accountability measures, drive school
improvement, and change leadership approaches (Lytle, 2012).
Although there is mounting pressure on school leaders to raise student
achievement, novel health, safety, and social crises are emerging (Ehrman & Wolff,
2019). Incidents of natural disasters, community violence, and social injustice have
become part of the public school atmosphere. School violence and student suicide have
become more widespread in the past 3 decades (Lea, 2021). How school leaders manage
such crises and transform culture is a critical part of the expanding job demands
(Huddleston, 2014) and a contributor to added stress in school leaders (Ehrman & Wolff,
2019). A study conducted by Ehrman and Wolff (2019) indicated that the top five
stressors of school district superintendents are regularly fluctuating legislative
regulations, insufficient finances, personal time demands, expectations under the Every
Student Succeeds Act, and board of education members. The school leader holds a high-
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profile position and is responsible for a multitude of focus areas (Kinsella, 2004). The
political scrutiny, increased regulation from state and local government, and crisis
management contributes to an increased tenuous nature of the superintendent role (Björk
et al., 2014). The position requires pedagogical, organizational, financial, and political
acumen. Such demands are increasingly complex, tenuous, and stressful (Ehrman &
Wolff, 2019).
COVID-19 Challenges
From the time COVID-19 first emerged in March 2020, the crisis caused by the
novel coronavirus has been constantly changing and has an unidentified ending. The
COVID-19 pandemic differs from other crises some school leaders have had to face, such
as school shootings or natural disasters in the school community, because those
aforementioned catastrophes are localized, isolated incidents (Starr, 2020). Research has
further indicated that leading during chaotic, uncertain times—whether during acute or
ongoing crises—is a competency not typically learned in school administration
preparation programs (Harris & Jones, 2020; Starr; 2020). In a study of Minnesota
superintendents, 78% of survey participants indicated that they were inadequately
prepared to respond to the COVID-19 pandemic in their school districts (Lifto, 2020).
Nevertheless, the sudden, disruptive, and unprecedented nature of the COVID-19 crisis
has forced school leaders to acquire new skills, adopt new priorities, and respond in new
ways in highly stressful and politically charged environments (Lochmiller, 2021).
Lochmiller (2021) asserted that the COVID-19 pandemic has significantly
impacted school leaders in their practices, their work routines, and their responses to
customary educational challenges. The pandemic forced an abrupt shift away from the
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school leader’s normal tasks and approaches (Lochmiller, 2021). Because of the rapid
changes, the situational challenges presented by the pandemic often demanded immediate
action, such as ensuring meal distribution to students to meet their nutritional needs
(Starr, 2020). The pandemic not only required school leaders to adopt crisis leadership
but also required school leaders to take a caretaker leadership approach to navigating
challenges (Hayes, Flowers, & Williams, 2021). Harris (2020) indicated that the
pandemic demanded school leaders shift to less typical decision-making practices such as
delegating distributed actions throughout a group and using collaborative networks.
Lowenhaupt and Hopkins (2020) asserted that school leaders must apply asset-based
thinking especially when addressing the needs of diverse communities in order to identify
what potential strengths and strategies are present and effective. In addition, school
leaders have had to learn new topics in public health that have expanded their roles and
forced significant change of which many have not been prepared (Lochmiller, 2021).
Issues of inequity and disparity have been emphasized by the COVID-19
pandemic. Distance learning presented issues with technology and connectivity access,
progress and engagement monitoring, and student and staff mental health. Furthermore,
distance learning revealed inequities across racial and social groups in relation to access
to resources for distance learning. School leaders’ ever-expanding role will also require
addressing the long-term effects of distance learning (Darling-Hammond, Schachner, &
Edgerton, 2020).
The abrupt emergence, immediate demands, and uncertain future of the COVID19 pandemic leaves school leaders little time and energy for long-term planning or
assessment of long-term consequences (Lochmiller, 2021; Starr, 2020). Furthermore, the
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pandemic adds pressure on school leaders to manage politics and reconcile division. The
pandemic has changed the decision-making context forcing changes in approaches to
interaction between school leaders, school boards, and community stakeholders and
differing senses of urgency and priorities (Lochmiller, 2021).
Once upon a time, educational leadership operated within relatively predictable
patterns and set parameters (Harris & Jones, 2020). Now, with the challenges presented
by the COVID-19 pandemic, school leaders find themselves scrambling through
persistent chaos to navigate unprecedented and highly stressful challenges (Starr, 2020).
The impact of the COVID-19 pandemic on mental health is yet to be known (Harris &
Jones, 2020; Mancini, 2020). COVID-19 upended the predictability of school leadership,
and the standard has been redefined by uncertainty. These relentless and expanding
pressures put school leaders at risk for stress, burnout, and attrition and in a position to
benefit greatly from resilience research (Campbell et al., 2008; Robinson & Shakeshaft,
2015).
Negative Health Outcomes
In recent years, workplace stress and burnout have become widespread problems
(Karanika-Murray & Biron, 2015). Employees now work an average of 47 hours per
week, and 75% of today’s employees report more stress than previous generations
(Milligan, 2016). Cohen, Kessler, and Gordon (1997) defined stress as the point at which
environmental strains surpass the body’s adaptive capacity resulting in physical and
mental changes that put the individual in jeopardy for disease. The amount of stress one
experiences is a result of the nature of the occupation, the incidence of stress factors, the
quantity of support received, and the coping skills implemented (Johnson, Cooper,
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Cartwright, Donald, Taylor, & Millet, 2005). Researchers have recognized that burnout
as a psychological syndrome manifested as a response to chronic occupational stress
(Maslach, 2018). Burnout is an occupational hazard especially prevalent in jobs in
education, social services, and caregiving industries, particularly in management and
industries in which employees have regular interaction with people (Karanika-Murray &
Biron, 2015; Maslach, 2017). Furthermore, Maslach (2018) stated that burnout is
classified as “an overwhelming exhaustion, feelings of cynicism and detachment from the
job, and a sense of ineffectiveness and lack of accomplishment” (p. 11). Employees who
are stressed and burnt out may experience negative health outcomes and difficulty
balancing life events (Schmidt, 2018).
Over the past years, neuroscientists, mental health professionals, medical doctors,
psychologists, and sociologists have studied the effects of stress (Southwick et al., 2014).
Stress can cause or intensify burnout, depression, anxiety, and several physical conditions
(Karatsoreos & McEwen, 2013). Stress symptoms such as headache, fatigue, high blood
pressure, lowered immunity, sleep disorders, digestive disruptions, and muscle strain are
linked to exhaustion (Maslach & Leiter, 2016). Employees who are feeling exhausted
and unaccomplished are not giving their energy and commitment to their duties to their
full potential. Instead, the burnt-out employees are often absent, withdrawn, cynical,
and/or aggressive as well as experiencing a number of health problems. In addition,
burnout is correlated to drug and alcohol abuse (Maslach & Leiter, 2016). Makhdoom,
Atta, and Malik’s (2019) study investigated the relationship of burnout in
counterproductive work behaviors. The researchers concluded that decreased
accomplishment contributed to behaviors of withdrawal and sabotage, and exhaustion
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and cynicism predicted abusive behaviors (Makhdoom et al., 2019). Burnt-out
employees are generally less productive, yield lower quality work, aggressive with
others, more often absent than their peers, and dissatisfied with their jobs (Maslach &
Leiter, 2016). Experts now agree that burnout is a persistent and universal problem to be
solved and prevented because burnout negatively affects employee health, productivity,
and job satisfaction (Schaufeli, Leiter, & Maslach, 2009).
Stress and burnout are prolific in educational leadership (Robinson & Shakeshaft,
2015). Robinson and Shakeshaft (2016) conducted a study on stress in the
superintendency. One area studied was the factors at work that caused stress for the
superintendents. More than half the study participants reported experiencing moderateto-extreme stress from the following stressors: changing state and federal guidelines, job
hours, insufficient school finances, work-life design, student achievement accountability
measures, staff evaluation systems, participation in school extracurricular activities,
governance relations, special interest initiatives, overwhelming responsibilities, and
federal accountability policies (Robinson & Shakeshaft, 2015).
Robinson and Shakeshaft (2016) further addressed the consequences of stress and
superintendents’ health. The researchers surveyed the participants to learn if any health
conditions emerged during or as a result of the superintendency. Of the 1,865
superintendents who responded to the study survey, numerous superintendents reported
acquiring such health conditions as insomnia, high blood pressure, obesity, high
cholesterol, gastrointestinal problems, and anxiety while in the position of superintendent
(Robinson & Shakeshaft, 2016). Specifically, 15.4% of respondents (or 279
superintendents) developed insomnia, 13% of respondents (or 242 superintendents)
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developed high blood pressure, and 9.8% (or 182 superintendents) developed anxiety
during the superintendency. The study did not conclude the negative health conditions
were caused by the superintendency, but the study demonstrated superintendents are
experiencing negative health outcomes. Although the ever-expanding complexities of the
school leader role may be difficult to control, there is hope that stress reduction measures
and coping skills can be acquired in such positions (Robinson & Shakeshaft, 2016).
Turnover
There is a critical need for sustained leadership at the school CEO level because
the success or failure of the organization hinges on the leadership (Kaiser et al., 2008).
Evidence has suggested that students demonstrate achievement gains when the
superintendent has been retained for 5 or more years in the same district (Simpson, 2013).
Waters and Marzano (2006) concluded that a positive correlation exists between length of
superintendent tenure and student achievement; the longer an effective superintendent
remains in the position, student achievement is increased. A charter school may not even
have the opportunity to offer long-term leadership because of the nature of the short-term
authorization (Campbell & Gross, 2008). Nevertheless, successful and sustained
leadership can improve student learning, and improving leadership is key to
implementing reform (Leithwood et al., 2004).
Leadership attrition is a threat to student success. Research has shown students
demonstrate achievement gains when a superintendent has been retained for 5 or more
years in the same district (Simpson, 2013). In a 2010 study conducted by the Center on
Reinventing Public Education, 71% of charter school leaders surveyed reported planning
to leave their positions in the following 5 years (Campbell, 2010). Successful leadership
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can improve student learning, and improving leadership is key to implementing reform
(Leithwood et al., 2004). However, with this high percentage of possible charter leader
turnover, charter school growth and success will be stifled. If charter school leaders
continue to turnover at this rate, charter school students’ access and outcomes could be
inhibited (Campbell, Gross, & Lake, 2008).
Research has indicated that reform efforts take at least 5 years for a
superintendent to successfully implement, so turnover may disrupt this cycle and produce
negative results (Fullan & Stiegelbauer, 1991). Kominiak (2016) indicated that it takes a
new superintendent 1 year to assess the orientation, patterns, and needs of the district.
Then, it takes an additional 2 to 3 years to build relationships and trust. After the initial
3 to 4 years, a superintendent has potentially laid the groundwork to make change.
Therefore, superintendent turnover may not only produce negative impacts on district
achievement, but it also may negatively impact staff fulfilment and morale, which could
trigger a cascading effect on staff turnover and success (Alsbury, 2008). When a new
superintendent comes on board, staff has to learn and adjust to new goals, guidelines, and
initiatives. When these are frequently in flux, it is difficult to stay engaged (Kominiak,
2016). Short tenure of superintendents bequeaths instability; instability bequeaths low
morale; low morale bequeaths inferior teaching and learning (Kominiak, 2016).
With increased challenges, job demands, and negative health outcomes afflicting
educational leaders, school leader turnover is problematic. Research has shown that the
average superintendent stays in the position 5 to 6 years. Moreover, 14% to 16% of
superintendents leave their position each year (Kowalski, McCord, Petersen, Young, &
Ellerson, 2011). In a study conducted on superintendents in California’s 30 largest
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school districts, 17 districts had superintendents who had been in the position for 3 or
fewer years. Nine of the 17 superintendents were in their 1st year. Seven
superintendents had tenure of 5 years or more, and only two had tenure of 10 years or
more (Mathewson, 2016). In a longitudinal study conducted on 215 California
superintendents, 45% exited the position within 3 years (Grissom & Andersen, 2012).
Grissom and Andersen (2012) evaluated superintendent turnover and concluded that the
most common reason for superintendents to leave the position was the condition of the
relationship with the school board. Other reasons included clashes with the community
culture, frustrations over applying reform, and opportunities to earn more money and
prestige in a different district (Grissom & Anderson, 2012).
School leaders are facing increasing pressure to improve and transform students
and teachers to achieve success. School administrators are expected to navigate an
increasingly complex, high-stakes job, yet they are particularly vulnerable to stress,
burnout, and attrition (Campbell et al., 2008; Kafele, 2018; Robinson & Shakeshaft,
2015). Maslach (2017) suggested that prevention is key to solving burnout. Research
has indicated that resilience is a crucial characteristic of high-performing leaders
(Duchek, 2020; Kim et al., 2019; Maulding et al., 2012; Shatté et al., 2017). Research
has also indicated that resilience can be learned (Everly et al., 2015). By presenting the
job demands and subsequent negative outcomes, such as burnout and attrition, the
research presents the problems educational leaders are facing that could be mitigated with
resilience research (Patterson et al., 2009).
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Theoretical Foundations
Over the last 20 years, resilience theory has become a provocative, prominent area
of study for researchers and mental health experts (Wang et al., 2015). Resilience
research emerged as early researchers began to question why some children who faced
significant hardship, trauma, and risk factors still developed into healthy adults (Wang et
al., 2015). Before resilience research, research on trauma focused on psychopathology
and negative consequences of risk exposure. Now, resilience research focuses on
development and accumulation of assets and resources known as promotive factors,
which promote positive psychological outcomes despite exposure to risk and adversity
(VicHealth, 2015). The development of resilience theory led to the proposals of three
models of resilience, which explain the way in which promotive factors can keep risk
exposure from turning into negative consequences (Wang et al., 2015). Resilience
research has evolved from two perspectives stemming from resilience as an innate trait
and resilience as a multifactored process of interaction between individual, familial,
community factors, and their environment (Fergus & Zimmerman, 2005; Wang et al.,
2015). The trait-based and process-based perspectives continue to be debated, as do
resilience definitions and methods to operationalize resilience definitions in research
(Luthar et al., 2000; Wang et al., 2015). Resilience research continues to provide
implications for interventions and strategies that reduce the negative effects of distress
and promote healthy development (Wang et al., 2015).
History of Resilience
The seminal pioneers in the field of resilience research were Norman Garmezy,
Sir Michael Rutter, Emmy Werner, and Ann Masten (VicHealth, 2015; Wang et al.,
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2015). Before resilience theory emerged, in the 1970s, Norman Garmezy, a clinical
psychologist, who is considered the founder of resilience research, started studying
children at risk for mental and developmental disorders (Masten, 2001; VicHealth, 2015).
The early psychological and psychiatric researchers identified a phenomenon in which
some children demonstrated positive outcomes despite exposure to risk. Garmezy et al.
(1984) called these children “invulnerable”.
The invulnerable label later shifted to the term resilient (Masten, 2001; Rutter,
1993). Sir Michael Rutter, a professor and researcher in the field of child psychiatry,
initially focused on children in underprivileged households. Rutter, Tizard, Yule,
Graham, and Whitmore’s (1976) seminal Isle of Wight study identified significant
marital conflict, low-income level, large family size, parent criminal record, and mothers
with psychiatric disorders as risk factors for the children. Rutter (1993) identified the
variance in mental distress in the children and found more risk exposure correlated to
increased likelihood for psychopathology. The variance in mental distress experienced
by the children in Rutter’s (1987) study showed that it is not possible for children to
demonstrate complete invincibility to stress or show stress resistance in all contexts.
Rutter expanded Garmezy’s risk model to form a strengths-based approach, which
focuses on positive factors (assets and resources) that can be added or acquired to
overcome negative effects of risk exposure (Luthar et al., 2000; Fergus & Zimmerman,
2005; Rutter, 1985, 1987). Rutter’s work served as a transition to conceptualizing
resilience as triumph from adversity (Wang et al., 2015).
Some researchers have noted changes in resilience over time and by context.
Developmental psychologists Emmy Werner and Ruth Smith conducted a longitudinal
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study of all the babies born on the island of Kauai in 1955 (Werner, 1989). The study
results noted that not all children experience negative outcomes as a result of adversity.
Furthermore, risk and resilience differ at the individual, family, and society levels
(Werner, 1989). Werner and Smith (1982) concluded that as stress increases, more
protective factors are needed. Additionally, Werner (1989) concluded that resilience
changes over time and is contingent upon the balance between the variables of protective
factors and the variables of risk factors at different life stages.
While seminal researchers were forming the construct of resilience, psychologist
Albert Bandura developed social cognitive theory and the concept of self-efficacy, which
influenced resilience theory (Scoloveno, 2018). Bandura (1977) posited that human
behavior is a perpetual mutual interaction between mental, behavioral, and social factors.
Individuals may respond differently depending on context with one or more of the
mental, behavioral, or environmental factors. Furthermore, Bandura (1977, 1997)
proposed that self-efficacy is people’s belief in their ability to exert control over their
lives. Individuals successfully achieve self-efficacy through four sources: attaining
mastery, observing others’ success, receiving social feedback, and managing emotional
states (Bandura, 1977, 1997). The constructs of resilience and self-efficacy include
perseverance through difficulty to achieve success (Scoloveno, 2018).
Garmezy was the lead researcher of a longitudinal study called Project
Competence, in which the focus was on resistance to stress, competence, and resilience
(Garmezy & Devine, 1984). Project Competence continues today at the University of
Minnesota under the direction of Ann Masten, who was once a student of Garmezy’s
(Regents of the University of Minnesota, n.d.). Masten further developed resilience
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theory by contributing the definition of resilience as the capacity of a changing system to
successfully adapt to risks that threaten development (Masten, 2014; VicHealth, 2015).
Masten (2001, 2009) indicated that it is important to nurture, protect, and restore the
development of the adaptive processes that include cognitive development, attachment
between caregiver and child, self-regulation, and motivation to engage in one’s
environment. Masten (2001) further concluded that resilience is not an unusual
phenomenon but an ordinary human function. If the adaptational systems are well
protected, achievement of successful adaptation is likely (VicHealth, 2015). Masten
suggested that children who lack resilience do not possess the resources and opportunities
that foster protective adaptive systems (Masten, 2001; VicHealth, 2015). Masten’s
(2001) variable- and person-focused approaches address the importance of protecting
resilience factors.
The work of Norman Garmezy that combined the developmental sciences and the
clinical sciences is attributed to the origin of the field of developmental psychopathology
(Masten & Cicchetti, 2012). Garmezy (1991) and Werner (1989) led separate research
teams but ultimately combined research to produce a resilience framework. Their
research posited that three factors contribute to stress resistance and coping skills:
temperament, family support, and environment (Garmezy, 1991; Werner, 1989). The
work of Garmezy (1991), Rutter (1993), and Werner (1989) all represented a shift from
deficit-based models about child development in adverse environments to an asset-based
positive psychology model. Seminal studies prompted significant research on protective
factors and positive development, instead of focusing on adversity and what is going
wrong (VicHealth, 2015). As resilience research has developed over the past years,
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psychologists have suggested that resilience can be developed and practiced (Everly et
al., 2015). Rutter (1999) concluded that resilience is not static, but resistance to risk may
emerge in time. Whether resilience is a trait reliant on genetics or a process to be
developed, it continues to be debated (Fergus & Zimmerman, 2005; Wang et al., 2015).
Biological and Neurobiological Bases
Masten (2001, 2009) indicated that resilience occurs from the interaction of the
human adaptive systems. To increase capacity for resilience, there must be cultivation
and protection of the human adaptive systems. Humans have acquired multiple, complex
adaptive systems as a result of biological and cultural evolution (Masten, 2009).
Studying the biology of protective factors explains diversity across adaptive systems and
informs pathways that promote resilience (Masten, 2009). Studying the interaction of
human adaptive systems with genetic factors provides indications for identifying stress
resistance. Further biological research will likely inform application of interventions for
at-risk populations and point to potential improvement in quality of life (Feder, FredTorres, Southwick, & Charney, 2019).
Neurobiological resilience research involves studying the brain, measuring gene
expression, and identifying response to stress over the human life span (Everly et al.,
2015; Masten, 2009). Resilient individuals tend to effectively regulate the amygdala,
capitalize on the surge of hormones that sharpen functioning, and efficiently return to
homeostasis (Everly et al., 2015). Therefore, interventions that lessen amygdala activity
likely promote resilience. Neurobiological resilience research has the potential to
develop age-appropriate interventions that consider the individual’s life course (Hunter,
Gray, & McEwen, 2018).
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Factors of Resilience
Resilience is the process of surmounting the adverse effects of risk, successfully
managing trauma, or circumventing the negative directions associated with risks (Fergus
& Zimmerman, 2005; Wang et al., 2015). Promotive factors known as assets and
resources are factors that can be applied to promote a positive outcome or decrease
incidence of negative outcomes (Fergus & Zimmerman, 2005; Wang et al., 2015).
Resilience must include both risks and promotive factors (Fergus & Zimmerman, 2005).
Resilience theory presents the mechanisms by which promotive factors interact with risk
factors to mitigate negative consequences (Wang et al., 2015).
Risks. According to Masten (2001), a person cannot be considered resilient
without facing a current or past threat to their adaptation. Risks forecast the negative
outcomes obtained from evidence that a condition has a high probability of an
undesirable outcome (Masten & Garmezy, 1985). For example, risk factors such as
poverty, exposure to violence, or having a parent with mental illness are statistically
proven predictors of developmental challenges (Masten & Garmezy, 1985). Most risk
factors have unending bipolar scopes in which the positive pole is correlated with
positive results, and the negative pole is correlated with negative outcomes (Masten,
2001). Risks during development indicate heightened risk for negative outcomes related
to competence, mental or behavioral disorders, and health (Masten, 2001; Rutter, 1979).
Risk factors can be categorized at the individual, family, and society levels, and risk
factors may be more influential than others and compound to produce significant negative
outcomes (Masten, 2001).
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Promotive and protective factors. Promotive factors are the positive intrinsic
and extrinsic influences that work together for an individual to resist or neutralize the
adversity to which they are exposed (Cutuli & Herbers, 2018; Fergus & Zimmerman,
2005; Rutter, 1985). There are two types of promotive factors: assets and resources.
Assets are the intrinsic positive factors found within an individual such as behavioral
strategies or competence. Resources are external positive factors found in the
environment such as parental support or community organization that promote healthy
development (Fergus & Zimmerman, 2005; Wang et al., 2015). Use of resources as
promotive factors emphasizes the influence of the environmental context, which adds
value to the concept of resilience as a process versus a static or individual trait (Fergus &
Zimmerman, 2005). Promotive factors may be more influential than others, and the
combination of promotive factors may produce significant positive outcomes (Olsson,
Bond, Burns, Vella-Brodrick, & Sawyer, 2003).
Protective factors are positive features that project positive results when risk is
abundant (Cutuli & Herbers, 2018; Luthar et al., 2000). Protective factors, like risk
factors, can be categorized into three levels: individual, family, and society (Garmezy et
al., 1984; Rutter, 1979). Ungar (2011) argued that culture is an additional element of the
protective process. Rutter (1979) first considered schools to be a protective factor.
Schools could be categorized in both the individual and community protective factor
levels. Research on protective factors has produced a vast array of protective factors and
indicates the capacity for human adaptive systems to respond to threats and adapt in a
positive manner (Cutuli & Herbers, 2018).
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Interaction of factors. Exploring and establishing the association between risk
factors and promotive factors is critical to understanding the concept of resilience
(VicHealth, 2015). Understanding the interaction between risk factors and promotive
factors has implications for prevention and intervention (Fergus & Zimmerman, 2005).
Traditional practice was to identify all deficits that promote negative outcomes and
prescribe amelioration. However, resilience theory suggests interventions should
emphasize development of assets and resources as opposed to focusing on making risk
more tolerable. Building assets and resources amplifies strengths and promotes positivity
(Fergus & Zimmerman, 2005).
Researchers have sought to understand the multifactored interaction of promotive
factors with risk factors within differing contextual settings over time to support
resilience (Olsson et al., 2003). Seminal theorists have generally concurred that
resilience is not caused by a special genetic factor (Luthar et al., 2000; Ungar, 2018).
However, this conclusion should be moderated by the limited amount of research on
biological determinants of resilience (Simeon et al., 2007). The results of numerous
experimental research studies have supported the conclusion that a child having a secure,
protective parent–child relationship is a resilience-enhancing determinant (Masten, 2001;
Rutter, 1987). However, some preliminary evidence leads to the conclusion that
resilience-enhancing factors are dependent on context, and certain protective factors may
be more important for some individuals and outcomes. Furthermore, specific causes of
resilience are weak predictors of resilience. Understanding resilience factors requires
multiple levels of contexts and analysis (Southwick et al., 2014).
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Some researchers have noted changes in resilience over time. For example,
Werner (1989) conducted a longitudinal study of all the babies born on the island of
Kauai in 1955. The study results noted differences in risk and resilience at the individual,
family, and society levels (Werner, 1989). Werner and Smith (1982) further concluded
that as stress increases, more protective factors are needed. Furthermore, Werner (1989)
concluded resilience changes over time and is contingent upon the balance between the
variables of protective factors and risk factors at different life stages. Rutter (1999)
further validated focusing on resilience as a process takes into account the assessment of
risk and protective factors.
The role of risk and protective factors in resilience research is debatable
(VicHealth, 2015). Ungar (2011) asserted that risk must be chronic for it to be relevant to
the context and culture. Luthar et al. (2000) expressed concern regarding whether
resilience researchers should use statistical risk or actual risk in their studies. Statistical
risk that is not relevant to a community may make research findings irrelevant to that
community (Luthar et al., 2000). Furthermore, similar questions are held with regard to
the relevance of studying protective factors. Some theorists may find protective factors
with empirically positive outcomes to be relevant for study, but others may look to the
context to understand protective factors (VicHealth, 2015).
Resilience Theories and Models
Resilience theory emerged from research conducted in the 1970s by pioneering
psychologists and psychiatrists who studied children who developed well in spite of
living in adverse conditions (Masten, 2001). Resilience theory offers a conceptual
framework for elucidating how some people successfully overcome adversity and avoid
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negative effects of risk factors through the use of promotive factors. Key assumptions of
resilience theory include that it is possible to overcome adversity, and promotive factors
have the potential to mitigate negative outcomes (Wang et al., 2015). Early notions of
resilience that developed from the scholarly field and news media included invincibility
theory (Masten 2001). However, invincibility theory is no longer considered valid
(Benard, 1997). The pioneering investigations that initiated resilience research launched
further studies, models, approaches, data, and media attention about the phenomenon of
resilience (Luthar et al., 2000). Resilience theory consists of three models—
compensatory, protective, and inoculation (also known as challenge)—which provide
insight into the interaction of risk, promotive factors, and outcomes (Fergus &
Zimmerman, 2005; Garmezy et al., 1984; Wang et al., 2015).
Compensatory model. The compensatory model is demonstrated when
promotive factors such as assets and resources offset or neutralize the negative outcomes
related to exposure to risk (Fergus & Zimmerman, 2005; Wang et al., 2015; Zimmerman
& Arunkumar, 1994). Protective factors are identified as positive and risk factors are
identified as negative. A promotive factor has the potential to add to an outcome in an
opposite way, and the risk factor can predict the result. The risk element and the
compensatory element have an opposite but direct impact on the outcome. The separate
risk and compensatory elements do not interact but rather compete to influence the
outcome. The protective factor can counteract the risk factor if the protective factors are
greater than the risk factors. The compensatory model can be tested using statistical
multiple-regression analysis or structural equation modeling (Fergus & Zimmerman,
2005; Wang et al., 2015; Zimmerman & Arunkumar, 1994). According to Masten
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(2001), greater application of promotive factors can compensate for the burden
experienced from one or more risk factors. For example, extensive support from parents
could ameliorate the risk factors associated with violent friends (Wang et al., 2015).
Protective model. In the protective model, promotive factors lessen the negative
effects of risk exposure. Promotive factors are positive and risk factors are negative, just
as they are in the compensatory model. However, in the protective model, the interaction
of the promotive and risk factors reduces the incidence of negative outcomes (Wang et
al., 2015). The application of promotive factors protects against the negative outcomes
associated with risk exposure (Fergus & Zimmerman, 2005; Garmezy et al., 1984; Wang
et al., 2015; Werner & Smith, 1982). Examples of individual protective factors that come
from adaptation after coping with adversity include internal locus of control, self-esteem,
self-efficacy, flexibility, and perspective from reflecting on experience (Olsson et al.,
2003). The protective model can be tested through regression analysis of the interaction
effect from risk and promotive factors or structural equation modeling (Wang et al.,
2015). An example of using the protective model could be testing the interaction effects
of risk and protective elements on a negative outcome such as juvenile violent conduct.
Higher levels of risk equate to higher levels of violent conduct, and higher levels of
protective factors equate to lower levels of violent conduct. The promotive factors
mitigate the link between the risk and the negative outcome (Wang et al., 2015).
Inoculation model (or challenge model). The inoculation model also known as
the challenge model measures resilience outcomes based on risk exposure. The
inoculation model proposes that some exposure to risk helps individuals cope with and
overcome successive exposures to risk, akin to an individual’s immune system
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strengthening after overcoming a viral illness (Wang et al., 2015; Zimmerman &
Arunkumar, 1994). The inoculation model measures resilience outcomes based on level
of risk exposure. Both scant and exorbitant exposure to risk may result in negative
outcomes. Not enough exposure to risk could leave an individual without the opportunity
to prepare or practice dealing with adversity. Too much exposure to risk could leave an
individual too threatened or overwhelmed to survive the challenge. However, moderate
or sustained risk exposure may result in achieving a positive outcome (Wang et al., 2015;
Zimmerman & Arunkumar, 1994). The challenge model may afford an individual the
opportunity to develop skills to overcome the challenge rather than give up in the face of
adversity (Fleming & Ledogar, 2008). The inoculation model presents risk and the
outcome as a nonlinear relationship (Wang et al., 2015). The challenge model is ideal for
longitudinal studies that track how risk exposure prepares individuals for competence in
future contexts (Fleming & Ledogar, 2008).
Variable-focused and person-centered approaches. As resilience research has
developed over the past years, psychologists have moved away from pathology or
vulnerability models and focused on strengths. Masten (2001, 2009) suggested that
resilience is an ordinary process, not a trait, and normal, not invincible, people have the
capacity for resilience. Nurturing and protecting human adaptive systems prime
individuals for resilience (Masten, 2001, 2009). Masten (2001) presented two
approaches—a variable-focused approach and a person-focused approach—to explain
how individuals can change their trajectory when faced with adversity.
The variable-focused approach implements a quantitative method of multivariate
statistics to identify compensatory or protective associations among risks, outcomes, and
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individual or environmental factors (Incantalupo-Kuhner, 2015; Masten, 2001). The
variable-focused approach to resilience research aims to identify healthy psychological
functioning by studying subjects’ surroundings and experiences and their interaction with
variables such as education and income level or community engagement. Using a
variable-focused approach is beneficial for identifying associations between predictors
and outcomes and implications for interventions. With a variable-focused approach, it
can be difficult to gain a sense of the bigger whole and thus identify groups most in need
of a particular intervention (Masten, 2001).
The person-focused approach implements a qualitative approach to identifying
patterns as they occur organically in healthy and maladaptive individuals across time and
developmental stages (Incantalupo-Kuhner, 2015; Masten, 2001). The person-focused
approach aims to compare individuals with varying risk profiles to identify what sets the
resilient individuals apart from the other groups. The benefits of implementing a personcentered approach are being able to capture broad patterns and identify variables as they
happen. However, the person-focused approach can make it difficult to identify
correlations between predictors and outcomes and can be difficult to explain and
generalize (Masten, 2001).
The synthesis of variable-focused and person-focused research examines human
capabilities and adaptive systems. The research has the potential to edify methods and
strategies that develop competence and strengths (Masten, 2001). Variable-focused and
person-focused research indicates interventions that add more assets will result in reaping
compensatory effects and counterbalancing risk (Garmezy et al., 1984).
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Three dimensions of resilience. Patterson and Kelleher (2005) claimed that
although mainstream culture and media tend to use the term resilience in situations in
which bouncing back occurs, resilience is multidimensional and emerged from research.
According to Patterson and Kelleher, resilience is arising from hardship stronger than
before. The researchers created a model to show the depth of resilience and how
successful outcomes can strengthen an individual’s capacity to weather adversity in the
future. Patterson and Kelleher’s three dimensions of resilience have implications for how
leaders use assets to address challenges. The three dimensions are interpreting the
current reality and future possibilities presented by the hardship, assessing the capacity to
address the challenge, and the actions required to emerge resilient (Patterson & Kelleher,
2005).
Interpretation. The first dimension is interpretation of the adversity or threat.
Traditional stimulus-response theory indicates a series of cause and effects—the
occurrence of a threatening incident, followed by the individual’s reaction, an additional
effect from the reaction, and additional reaction. However, Patterson and Kelleher
(2005) interrupted the stimulus-response chain with an additional variable of
interpretation. The first dimension of the model follows a cycle of stimulus (adversity),
interpretation, then reaction. The interpretation of the adversity involves assessment of
what caused the adversity, what risks are associated with the adversity, and what might
happen because the adversity occurred. The interpretation of the adversity dictates the
response (Patterson & Kelleher, 2005). The interpretation dimension shapes an
individual’s perspective and serves as a strong predictor of an individual’s level of
resilience when the adversity concludes. School leaders may not choose the adversity
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they face, but they may choose how to understand and filter the adversity before choosing
to respond (Patterson & Kelleher, 2005).
Capacity. The second dimension of resilience is capacity to confront adversity.
Patterson and Kelleher (2005) indicated that the response to adversity is based on
capacity for resilience. Resilience capacity is the internal fuel upon which an individual
draws tackle adversity. Resilience capacity is bound by an individual’s internal values,
energy, and efficacy, which develop from accrued experiences. An individual uses core
values, the quantity of personal physical, emotional, mental, and spiritual energy
available, and perceived competence and confidence to inform the path forward when
faced with adversity. Patterson and Kelleher purposed that resilience capacity can
expand as values, energy, and efficacy are strengthened.
Action. The third dimension of resilience is action taken to overcome adversity.
Action is using energy to convey personal values and committing to making positive
change with competence and confidence. Clearly expressing one’s personal values in
alignment with one’s actions strengthens resilience. Patterson and Kelleher (2005)
indicated that resilience strength is the interaction of interpretation, capacity, and action.
The interaction of the three dimensions of resilience shows how individuals can
successfully overcome adversity stronger than before.
The resilience cycle. Resilience is a dynamic and relative characteristic
(Patterson et al., 2009; Patterson & Kelleher, 2005). According to Patterson and Kelleher
(2005), the ultimate goal for a school leader should be achieving a state of strengthened
resilience. Patterson et al. (2009) presented four phases in a resilience cycle model to
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describe the experience of progressing through adversity to a state of strengthened
resilience.
The subject begins the cycle in normal conditions and moves through phases of
“deteriorating, adapting, recovering, and growing” (Patterson et al., 2009, p. 5). When
adversity strikes, individuals tend to experience intense emotions such as anger, denial, or
grief. Individuals may act as a victim or respond with aggression. The emotions and
reactions deviate from the individual’s homeostasis and are typically unhealthy. In most
situations, the deteriorating phase is temporary. Remaining in the deteriorating phase
long-term generally results in dysfunction (Patterson et al., 2009; Patterson & Kelleher,
2005). Individuals move into the adapting phase when they intentionally act to reduce
negative emotions and reactions and commit to survival. Survival is an important step,
but remaining in survival mode does not provide opportunity for strengthened resilience.
Moving from the adapting phase to the recovering phase returns the individual to normal
functioning. However, if an individual can reflect upon and learn from adversity, one can
move from recovery phase to growth phase. The growing phase is a state of thriving and
flourishing that surpasses normal functioning. It is the achievement of strengthened
resilience (Patterson et al., 2009; Patterson & Kelleher, 2005). Patterson and Kelleher
(2005) suggested that school leaders strategically apply energy to progress through the
cycle and arise from hardship stronger than before.
Disagreement and Controversy
The concept of resilience emerged from the field of psychology beginning with
exploration of mental disorders (Masten, 2009; Reivich & Shatté, 2002; VicHealth,
2015). The initial focus was based on surviving risk using coping skills and a deficits-
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based model. However, resilience research has evolved from a deficit model of
psychopathology to an asset-based, positive psychological construct (Benard, 1997). In
1998, Martin Seligman, president of the American Psychological Association, called for a
strengths-based model of resilience, which helped to associate resilience with positive
psychology (Patterson & Kelleher, 2005). The strengths-based concept of resilience has
been shown to benefit a person’s well-being and indicates resilience can be developed
and practiced using psychological capital, such as optimism (Luthar et al., 2014).
Psychologists’ initial research focused on the individual. Individual traits were
considered outcomes, and individuals could either adjust or not adjust to the adverse
situation (Hooper, 2017). Now, research has indicated that resilience may have explicit
meaning in individual, familial, organizational, societal, and cultural contexts (Luthar et
al., 2000; Ungar, 2008; VicHealth, 2015). Furthermore, the body of literature strongly
specifies people are likely more resilient in some contexts than others, and there are
numerous types of resilience based on context (Southwick et al., 2014).
Disagreement exists regarding the concept of resilience. Some researchers
hypothesize resilience is an innate trait and promotes ideal adjustment (Block & Kremen,
1996; Tugade & Fredrickson, 2004). Others posit resilience is process oriented and can
be developed (Fergus & Zimmerman, 2005; Wang et al., 2015). Critics of a trait-based
approach assert trait-based research lacks consideration of context and variability across
developmental phases (Wang et al., 2015). Furthermore, the trait-based approach
assumes there is only one measure of competence and dismisses environmental factors
(Fergus & Zimmerman, 2005; Luthar et al., 2000; Wang et al., 2015). Process-based
researchers acknowledge resilience is developmental and can be learned (Masten &
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Garmezy, 1985; Patterson et al., 2009; Rutter, 1985; VicHealth, 2015; Werner & Smith,
1992).
The disagreement regarding use of a trait-based approach and process-based
approach to resilience research has caused debate over the use of the terms resilience and
resiliency (Luthar et al., 2000; Wang et al., 2015). Luthar et al. (2000) proposed that
resilience should be used with the process-based approach and resiliency with the traitbased approach. However, critics claim the distinction causes further confusion (Wang et
al., 2015). Furthermore, variations in definitions and measurements of variables can lead
to varying conclusions (Luthar et al., 2000). Critics urged resilience researchers to
establish consensus on definitions and methods to operationalize resilience into research.
Increased clarity and uniformity of definitions has greater potential to yield precise and
practical conclusions (Luthar et al., 2000).
Theoretical Framework
As researchers continue to study why some people achieve success in spite of
adversity, resilience research has implications for organizational leaders (Everly et al.,
2015; Maulding et al., 2012; Shatté et al., 2017). Employees with strong resilience have
improved outcomes in challenging work environments (Shatté et al., 2017). A study that
examined effects of resilience and outcomes including stress, burnout, sleep disruption,
incidence of depression, productivity, and occupational satisfaction indicated hightension, job environments produced negative effects on all outcomes. Conversely,
resilience produced protective effects on all outcomes (Shatté et al., 2017). Resilience is
a substantial predictor of leadership capacity (Maulding et al., 2012). When leaders are
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placed in situations beyond their control, resilience can help the leader function in the
most difficult circumstances (Maulding et al., 2012).
In their book Stronger: Develop the Resilience You Need to Succeed, Everly et al.
(2015) asserted that resilience demonstrated by those who perform under stress and
pressure can be learned. They presented a framework that anyone can apply to develop
assets to achieve a state of strengthened resilience. The resilience framework presented
by Everly et al. includes five factors of personal resilience: active optimism, decisive
action, moral compass, relentless tenacity, and interpersonal support. The authors
indicated that the five factors contribute to an inner strength known as personal resilience
that can be applied to address challenging conditions, protect against stress, and
overcome adversity. This theoretical framework is relevant because it draws upon years
of research analysis and interviews with thousands of resilient people from various
stressful positions to identify how to develop and maintain resilience. Combining active
optimism, decisive action, moral compass, relentless tenacity, and interpersonal support
increases the potential for heightened effectiveness and resilience (Everly et al., 2015).
Active Optimism
Optimism is defined in psychology as the extent to which individuals hold a
disposition of expecting favorable outcomes for the future (Carver, Scheier, &
Segerstrom, 2010). According to Seligman (2006), optimism is a mindset that can be
learned and used as a strategy to challenge negativity. Seligman concluded, “Life inflicts
the same setbacks and tragedies on the optimist as on the pessimist, but the optimist
weathers them better” (p. 312). Benefits of optimism include improved health, increased
motivation, and job success (Seligman, 2006).
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Everly et al. (2015) indicated that optimism comes in both passive and active
form. Passive optimists hope or believe favorable outcomes will happen. Active
optimists take action to increase the chances of favorable outcomes. Passive optimists
may retreat or surrender control, but active optimists take control to make positive
change. Active optimism is expecting the best possible outcome and believing one can
enact positive change in the face of adversity (Everly et al., 2015). Patterson et al. (2009)
described active optimism as a mode of interpretation. Active optimists interpret reality
as expecting short-term setbacks and disruptions, maintaining a long-term way of
thinking about the future in a positive manner, and believing their actions can make a
positive difference (Patterson et al., 2009). Challenges and failure are seen as
opportunities for growth and greater strength. Optimism is a strength of resilient leaders
(Everly et al., 2015; Patterson et al., 2009). Chronic negative attitudes predict workplace
burnout, dissatisfaction, and low performance. Furthermore, chronic negative attitudes
were found to forecast physical illness (Everly et al., 2015). Everly et al.’s (2015)
research suggested that optimistic attitudes can be taught and changed and have a
protective effect.
Everly et al. (2015) suggested that active optimism shares similarities to
Bandura’s (1977, 1997) construct of self-efficacy. Bandura asserted that people with
high degrees of self-efficacy believe they are capable of exercising control over their
lives. Individuals successfully achieve self-efficacy through four sources: attaining
mastery, observing others’ success, receiving social feedback, and managing emotional
states (Bandura, 1977, 1997). Everly et al. (2015) suggested that active optimism can be
developed by utilizing the four sources of influence that build self-efficacy.
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Decisive Action
Decisive action is leaders choosing the path to success with confidence and
responsibility (Everly et al., 2015). Raisor (2011) indicated that decisive action is
effectively enacting swift, informed results. According to Patterson et al. (2009),
decisive action is leaders acting with certainty to achieve the best results from changing
circumstances. Individuals promote resilience with decisive action when they draw upon
their core values, energy, and resources to act with the confidence that their actions will
make a difference (Patterson & Kelleher, 2005). The benefits of individuals acting
quickly and decisively include decreased stress and a greater sense of empowerment from
taking control of helping themselves or others (Everly et al., 2015). Mastering
challenges, overcoming frustration, and experiencing achievement are key components of
building empowerment and resilience (Bandura, 1997; Seligman, 2007). Decisive action
leads to individuals taking responsibility for successes and failures, which leads to
empowerment (Everly et al., 2015).
Resilient leaders maintain internal locus of control (Patterson et al., 2009). This
psychological concept is the belief that an individual’s behavior has influence over the
outcomes of events in their lives (Rotter, 1966). Internal locus of control enables
individuals to facilitate positive outcomes in their lives and the lives of others and
increases the likelihood individuals will employ resilient approaches when faced with
adversity (Werner & Smith, 1982). Internal locus of control is what provides individuals
with the confidence to take risks even though they may face challenges or fail and have
confidence that they can prevail over challenges (Patterson et al., 2009). Internal locus of
control also promotes a sense of motivation and responsibility to achieve. Less resilient
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individuals engage in self-handicapping behaviors such as creating blockades or avoid
taking action to evade accountability. Resilient leaders are driven to master challenges
by their commitment to act with decisiveness and responsibility (Patterson et al., 2009.)
Moral Compass
Moral compass is an inner sense, composed of honor, integrity, responsibility, and
fidelity, which guides leadership behavior (Everly et al., 2015). According to Larsen and
Derrington (2012), a moral compass is an individual’s standards of judgment or moral
righteousness. Furthermore, a moral compass is a hierarchy of an individual’s core
values and guiding ethical ideologies (Patterson et al., 2009).
According to Everly et al. (2015), abiding by a moral compass contributes to
resilience. Acting with integrity and for the greater good fosters a compelling
environment. Consistently honest, moral behavior eliminates risk in organizational and
personal relationships because such behavior promotes predictability, which offers safety,
and safety fosters trust. For organizational, community, or governmental leadership, trust
generates compliance. Under normal or adverse conditions, dishonest behavior erodes
trust, which compels people to act defensively and in their own self-interest as opposed to
thinking innovatively and progressively toward a group goal, such as overcoming a
setback (Everly et al., 2015). An individual’s capacity for resilience depends on the
individual’s personal core values, efficacy, and energy as those elements guide future
action. When adversity strikes, an individual’s response is based on the fuel that can be
drawn from the individual’s values, efficacy, and energy (Patterson & Kelleher, 2005).
Everly et al. (2015) asserted that Bandura’s (1977, 1997) four influences on selfefficacy can be used to develop and strengthen the personal moral compass. When an
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individual achieves success by taking action influenced by the moral compass, this
accomplishment creates the belief that further success can be achieved. Everly et al.
(2015) suggested that individuals surround themselves with others with high moral
character to promote vicarious learning and observation from role models and receive
influential feedback. Furthermore, practicing ethical behavior promotes self-control.
Relentless Tenacity
Relentless tenacity is an individual exhibiting steady persistence during times of
adversity (Everly et al., 2015). Patterson et al. (2009) describes relentless tenacity as
perseverance without regard for obstacles or failure. When an individual exhibits
relentless tenacity, the individual is not simply refusing to give up but rather choosing to
pursue purposeful action that is consistent with one’s core values. Perseverance
considerably increases the probability of achieving success in adverse conditions.
Leaders who refuse to give up in the midst of challenges and chase goals in which they
find meaningful reap intrinsic rewards for demonstrating relentless tenacity. Intrinsic
rewards include feelings of increased accomplishment, confidence, motivation, and selfefficacy in addition to new skills and approaches for facing subsequent challenges
(Patterson et al., 2009).
Duckworth, Peterson, Matthews, and Kelly (2007) defined grit as “perseverance
and passion for long-term goals” (p. 1087). Grit, like relentless tenacity, involves an
individual persistently leaning into challenges with interest and maintaining stamina
throughout adversity and disappointment. The findings from the study conducted by
Duckworth et al. (2007) suggested that grit is just as important to achievement as is
talent. Furthermore, persistent individuals should plan to encounter challenges and
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failure, and efforts to reach goals should include both intensity and stamina (Duckworth
et al., 2007).
Everly et al. (2015) indicated that relentless tenacity is characterized by an
individual’s strong will, reliability, courage, preparation, and proactivity. Relentless
tenacity is an attitude that can be learned. To practice relentless tenacity, it is
recommended an individual select a goal in which a successful outcome requires
steadfast commitment to the action plan. Then, the individual should practice putting in
the hard work. Relentless tenacity can also be learned by observing tenacious individuals
and working with others who can support goal achievement (Everly et al., 2015).
Persistence at all costs can be dangerous. Pulling back an individual’s tenacious effort is
appropriate when the effort becomes a liability or when resources for the effort are better
suited for another purpose (Everly et al., 2015; Patterson et al., 2009).
Interpersonal Support
Interpersonal support is individuals acquiring strength from a social community
(Everly et al., 2015). Patterson et al. (2009) indicated interpersonal support is the
commitment among members to willingly contribute to one another and the collective
well-being during times of distress. Werner and Smith (1982) described interpersonal
support as systems at the individual, family, and community levels that provide protective
factors against stress and adversity. Everly et al. (2015) argued that interpersonal support
is the sole greatest predictor of resilience. Shared bonding, rituals, and beliefs not only
protect against self-defeating threats to communities and the individuals within them but
also protects against mortality, heart disease, and elevated stress (Everly et al., 2015).
According to Reivich and Shatté (2002), resilient individuals have strong interpersonal
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connections. Resilient people utilize task-oriented coping approaches, exhibit internal
locus of control, and draw on relationships to cope and recover from adversity.
Everly et al. (2015) suggested several strategies for building interpersonal
support. Individuals should identify people likely to hold similar attitudes and visit the
places in which those people often visit. Show gratitude, respect, and patience. Assume
the intentions of others are good unless proven otherwise. Practice attentive listening by
waiting to speak, paraphrasing, or following up with a question. Patterson et al. (2009)
asserted that maintaining interpersonal professional and personal support networks
promote self-efficacy and optimum performance in organizational leadership. Investing
in work relationships, utilizing mentors, and fostering personal relationship support are
all key components of building a leader’s resilience and self-efficacy (Patterson et al.,
2009). Everly et al. (2015) indicated that community resilience can also be strengthened
through interpersonal support. Resilient communities are adaptable and promote growth
and support. Community resilience is built by creating cohesiveness, promoting honest
and transparent communication, implementing interventions quickly, and acknowledging
sacrifices of those who experience trauma (Everly et al., 2015).
Charter School Leadership
Charter schools are tuition-free, public schools and serve as another educational
option in which parents can choose to enroll their students. Charter schools are created
by a contract or “charter” between the school management and an authorizing entity such
as a local school district, county office of education, or the state board of education.
Charter schools originate with the initial approval of the charter petition. The charter
contract stipulates a term length. The charter school may continue only with subsequent
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renewals of the charter contract. The charter contract authorizes the school to have
autonomy with staffing, budget, and creating uniquely designed instructional programs
(Berends, 2015; Jason, 2017; National Alliance for Public Charter Schools, 2021).
Charter schools are led by a charter school CEO, or executive director, who
serves as the instructional leader and manages the finances and operations, just as a
traditional school district superintendent does (Campbell, 2010). However, charter
school leaders face perpetual battles to prove the right for their schools to exist. There is
a constant, foreboding risk of school closure (Bloomfield, 2013; Campbell, 2010). The
school could cease to exist at any moment if the charter school executive director fails to
carry out accountability and compliance measures stipulated in the charter contract
(Campbell, 2010). With this need for permission to exist and the constant threat of
closure or revocation, charter leaders are likely to experience stress, burnout, and attrition
(Campbell et al., 2008). To understand the tenuous nature of the charter school
leadership, it is important to explore the history of how charter schools emerged.
History of Charter Schools
In 1962, Milton Friedman, an economist awarded with the Nobel Prize, published
the concept of a school voucher system issued to low-income families for use at private
schools. The concept would enable the marketplace to insert competition into the public
education system (Jason, 2017). In 1974, an education professor named Ray Budde
wrote a paper called “Education by Charter” in which he described an educational
structure that would introduce competition with the traditional school system model
(Patrick, 1999). In 1983, the administration of the Reagan presidency published A Nation
at Risk: The Imperative for Education Reform (Jason, 2017; Junge, 2014; Kolderie,
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2008). The report claimed public schools were manifesting mediocrity (National
Commission on Excellence in Education, 1983).
After the report gained national attention, in 1988, Ray Budde republished his
paper, which posited that the public school system was failing to educate roughly 80% of
students (Jason, 2017). Also in 1988, Albert Shanker, the president of the American
Federation of Teachers, spoke to a national audience about the concept of autonomous
schools founded by teachers called charter schools. Shanker later spoke at an educational
conference in Minnesota calling for reform and criticizing school districts for not
acknowledging the needs of their “customers” (Jason, 2017; Junge, 2014; Kolderie,
2008).
Building upon Budde’s and Shanker’s ideas, the Citizens League committee
prepared a policy proposal for the Minnesota state legislature to enable chartered schools.
In 1991, Minnesota passed the chartered school bill. Word of the landmark legislation in
Minnesota spread. Eric Premack, a former Citizens League intern from Minnesota, was
working for the California legislature in 1992. He arranged meetings with key
legislators, such as State Senator Gary Hart, who authored the bill that became the
Charter Schools Act of 1992 (Kolderie, 2008). California’s charter school legislation
prompted six more states to enact charter school legislation in 1993 (Jason, 2017; Junge,
2014; Kolderie, 2008).
Minnesota’s and California’s charter legislation caught national bipartisan
attention as a way to meet the public’s demand for change and, according to Citizens
League Executive Director Ted Kolderie, remove the monopoly on the public education
system. Both Minnesota U.S. Senator David Durenberger and Governor Bill Clinton
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embraced charter legislation as an innovative approach to change and a practical
alternative to the private school voucher proposal (Junge, 2014). Clinton brought charter
school initiatives to the Democratic Leadership Committee. Durenberger’s key staff
member and Citizens League research associate, Jon Schroeder, founded what is now the
National Alliance for Public Charter Schools (Kolderie, 2008). In 1994, Congress passed
an act based on the 1991 legislation introduced by Durenberger to provide start-up
funding to original charter schools (Kolderie, 2008).
Development of Charter Schools
By the close of the 1990s, chartering existed in most states. In the 2006–2007
school year, 1.2 million children in the United States were enrolled in charter schools.
Ten years later, the number nearly tripled to 3 million students (Pendergrass, Hesla, &
David, 2017). Today, there are 7,500 charter schools in 44 states and the District of
Columbia serving 3.3 million students (NAPCS, 2021). There are approximately 1,300
charter schools currently active in California serving approximately 660,000 students
(CCSA, n.d.-a).
A charter school can be developed through a contract with an authorizing agency.
The authorizing agency may be a nonprofit organization, university, or government
agency (NAPCS, 2021). In California, a charter school can be authorized by one of three
types of government agencies—a local school district, the county board of education, or
the state board of education. County boards of education and the state board of education
can be petitioned if the initial petition to a local school district board is denied or a direct
approval for a countywide or statewide benefit charter is petitioned (CDE, n.d.-a).
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Establishing charter schools purposes was to improve learning outcomes and
opportunities, encourage innovation, expand choices, employ performance-based
accountability, and provide competition (Charter Schools Act of 1992; Junge, 2014).
Charter schools provide parents with choices in where to enroll their children for school.
According to Pendergrass et al. (2017), many parents choose charter schools because they
better meet the family’s needs. Jason (2017) indicated that parents often choose charter
schools based on location, safety, and programs. Charter schools have changed
community landscapes, increased graduation rate, and closed achievement gaps
(Pendergrass et al., 2017). California’s charter school enrollment has been increasing
steadily while California’s traditional school district enrollment has been declining. In
the 2018–2019 school year, 34,135 fewer students were enrolled in California school
districts than the prior year, which was a decline of more than four times the drop in
2017–2018. Charter school enrollment increased from 544,980 students in 2017–2018 to
652,933 students in 2018–2019 (Harrington, 2019). Many charter schools saw a rise in
enrollment after the COVID-19 pandemic’s shelter-in-place orders were lifted as families
sought alternatives during the instability created by the health crisis (D’Souza et al.,
2021). Because of these trends and other issues that have emerged during the charter
schools’ near 30-year existence, charter schools have become a controversial topic.
Instability and Turnover in Charter Schools
Charter school supporters believe all families, regardless of income level,
residence, or race, should have equitable access to public options for their students’
education, and teachers should have prerogative to teach innovatively. Critics believe
charter schools take money and students away from neighborhood schools and do not
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have to meet the same accountability expectations or rules as traditional schools. As a
result, a polarizing battle over charter schools has emerged on a nationwide scale (Jason,
2017).
In 2019, California lawmakers considered the impact charter schools have on
traditional school districts and enacted Assembly Bill (AB) 1505 to reform the Charter
Schools Act of 1992 (O’Donnell, 2019). The bill aims to increase transparency and
accountability for charter schools and authorize district boards to revoke a charter based
on fiscal or governance concerns. Also, with the passing of AB-1505, charter school
renewals are now closely tied to the academic indicators on the California Dashboard
accountability system, and charter authorizers must now forcibly rank into three tiers
based on their dashboard performance. Charter schools that rank in the lowest tier, based
on dashboard performance, will be denied renewal or granted only a 2-year renewal
(O’Donnell, 2019). The increased scrutiny and accountability for charter schools creates
a climate of instability, which produces turnover for charter school leadership (Campbell
et al., 2008).
The school leader position is arguably one of the most stressful jobs in today’s
world. School leaders, including charter school executive directors, are responsible for
molding the vision; guiding instruction; increasing performance; interacting with the
people and politics of the school environment; managing resources, personnel, and
operations; and carrying legal liability (Beausaert et al., 2016; Campbell et al., 2008).
The charter school CEO, or executive director, experiences different challenges than the
traditional school leader experiences. Charter school leaders must market for students,
recruit staff, and obtain and maintain facilities and finances. A typical school site leader

61

would receive support in these tasks from the school district office (Campbell et al.,
2008). However, charter school leaders must manage nearly all the same tasks that a
school district superintendent does while facing a constant looming threat of school
closure if they fail to implement accountability and compliance measures (Campbell,
2010).
Research has indicated that 74% of charter school leaders are certified
professional educators with traditional education training (Campbell, 2010). Charter
school leaders often rise from the teaching role and have less experience with
administration (Klocko, Kirby, Jankens, & Hullender, 2013). Therefore, many charter
school leaders struggle with and find stressful the added financial, operational, and
personnel responsibilities that are not typically part of traditional education training
(Campbell, 2010). Furthermore, traditional administrative preparation programs are not
effectively preparing school leaders, which many be even more true for charter school
leaders who report feeling particularly ill prepared in areas needed for the job like
legislation, policy studies, and marketing (Klocko et al., 2013). These daunting tasks
unique to charter schools leave charter school leaders at risk for turnover. According to a
2007 survey conducted by the National Charter School Research Project, 33% of charter
school leaders planned to move on from their positions within 3 years, and 70% planned
to leave in the next 5 years (Campbell et al., 2008). Sun and Ni (2016) conducted a
longitudinal study that charter schools had a significantly higher rate of principal turnover
compared to traditional schools. Given the increased scrutiny and accountability for
charter schools and the unpredictable future of the school hinging upon meeting
performance metrics to be renewed, the security of each charter school is vulnerable.
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The incidence of leadership turnover in charter schools compounds susceptibility to
instability, especially because the pool of candidates for charter school leaders is smaller
than that of traditional public schools (Campbell, 2010).
Mathews (2021) asserted that the most successful charter schools frequently hold
stronger, consistent leaders with long tenures. Thoughtful, strategic succession plans
foster stability and mitigate risk, yet over half of charter schools lack succession
management plans (Campbell, 2010). Campbell (2010) suggested that charter school
authorizers should require leadership succession plans as part of the charter renewal
application process. It is clear that the position of charter school executive director
demands a leader with a committed, resourceful, and resilient character (NAPCS, 2008).
However, the demands and instability of the charter school leadership position present
conditions ripe for stress, burnout, and turnover (Campbell et al., 2008; Kafele, 2018).
Definition of Charter School Executive Director
For this study, a charter school executive director refers to the highest position at
a charter school, is directly responsible for providing vision and leadership for the school,
and serves as the direct report to the governing board of the charter school.
Summary
As more significant crises and stressors emerge, school leaders are experiencing
relentless pressure and complex job demands that put them at risk for stress, illness, and
attrition (Bauer & Balzano, 2016; Beausaert et al., 2016; Ehrman & Wolff, 2019; Levin
& Bradley, 2019; Pont et al., 2008; Robinson & Shakeshaft, 2015). The incidence of
burnout, negative health outcomes, and turnover in school leaders points to an urgent
need for addressing these growing occupational challenges. There is a critical need for
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sustained leadership at the school CEO level because the success or failure of the
organization hinges on the leadership (Kaiser et al., 2008). This is particularly significant
in charter schools. As 71% of charter school executive directors surveyed plan to leave
their position in the next 5 years and over 50% of charter schools do not have succession
plans (Campbell, 2010), and the nature of the existence of charter schools is fragile
(Campbell, 2010; Karanxha, 2013), losing a charter school executive director could result
in cascading consequences leading to school closure and displacement of an entire school
community.
Research has indicated that resilience is a crucial characteristic of highperforming leaders (Duchek, 2012; Kim et al., 2019; Maulding et al., 2012; Shatté et al.,
2017). Resilience research focuses on development and accumulation of assets and
resources known as promotive factors, which promote positive psychological outcomes
despite exposure to risk and adversity. Furthermore, resilience theory suggests promotive
factors can keep risk exposure from turning into negative consequences (Fergus &
Zimmerman, 2005; Masten, 2001; VicHealth, 2015; Wang et al., 2015). Research has
indicated that resilience can be learned (Everly et al., 2015; Masten & Garmezy, 1985;
Patterson et al., 2009; Rutter, 1985; VicHealth, 2015; Werner & Smith, 1992). However,
resilience has not been studied in charter school leaders.
This chapter presented a review of the literature relevant to this study. A
synthesis matrix (Appendix A) was created to aid in forming this review of literature.
The matrix was developed to support the researcher in organizing the references by topic
and theme. As the researcher viewed the literature relevant to the study, she utilized the
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synthesis matrix as a tool to identify relationships between sources and make inferences
about the relationship between sources.
This dissertation aimed to investigate how exemplary charter school executive
directors develop and maintain personal resiliency based on Everly et al.’s (2015) five
factors of personal resilience (active optimism, decisive action, moral compass, relentless
tenacity, and interpersonal support). The five factors contribute to building personal
resilience. The resilience framework is based on resilience theory and builds on
Bandura’s (1977, 1997) theory of self-efficacy. Individuals can use the five factors to
interact with challenging conditions, protect themselves from stress, increase likelihood
of overcoming adversity, and ultimately cultivate resilience (Everly et al., 2015). Study
findings support charter school executive directors with resilience strategies and support
leadership sustainability. Chapter III describes the research design and methodology,
including the population, sample, instrument used, and data collection procedures.
Chapter IV provides an analysis of the data and a discussion of the findings. Finally,
Chapter V presents a summary, conclusions, and recommendations for further study.
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CHAPTER III: METHODOLOGY
Overview
The authors of the book Stronger: Develop the Resilience You Need to Succeed
present five factors of personal resilience that make up the psychological framework for
interacting with challenging conditions and overcoming stress and adversity (Everly et
al., 2015). Charter school executive directors face demanding and stressful challenges in
their roles as de facto CEOs (Dawson, 2019). Resilience is a characteristic of highperforming leaders and points to a way to cope with challenges (Kim et al., 2019).
Therefore, it is critical to discover strategies to build resilience and prevent stress,
burnout, and attrition among charter school executive directors. This phenomenological,
qualitative study aimed to identify and describe the lived experiences of exemplary
charter school executive directors who apply Everly et al.’s (2015) five factors to develop
and maintain resilience.
The purpose of Chapter III of the dissertation is to designate and detail the design
of the study (McMillan & Schumacher, 2014). Therefore, this section describes the
study’s methodology beginning with the purpose and research questions. The research
design and implementation are presented as they were prepared by the peer researchers
on the thematic research team. The population, sampling, and methods for data
collection and analysis are described in this section to ensure validity and reliability.
Chapter III ends with an explanation of potential limitations of the study.
Purpose Statement
The purpose of this exploratory phenomenological study was to identify and
describe the strategies used by exemplary charter school executive directors to develop
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and maintain personal resiliency based on Everly et al.s’ (2015) five factors of personal
resilience (active optimism, decisive action, moral compass, relentless tenacity, and
interpersonal support).
Research Questions
Central Research Question
What strategies do exemplary charter school executive directors use to develop
and maintain personal resiliency based on Everly et al.’s (2015) five factors of personal
resilience (active optimism, decisive action, moral compass, relentless tenacity, and
interpersonal support)?
Subquestions
1. How do exemplary charter school executive directors develop and maintain resilience
through active optimism?
2. How do exemplary charter school executive directors develop and maintain resilience
through decisive action?
3. How do exemplary charter school executive directors develop and maintain resilience
through achieving a moral compass?
4. How do exemplary charter school executive directors develop and maintain resilience
through relentless tenacity?
5. How do exemplary charter school executive directors develop and maintain resilience
through interpersonal support?
6. How do exemplary charter school executive directors develop and maintain personal
resilience?
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Research Design
A research design is a technique for collecting, analyzing, interpreting, and
reporting data in research studies (Creswell, 2012). Conversely, research methods are the
numerous processes, protocols, and measures used for collection and data analysis that
produce the most reliable answers to the research questions (Creswell, 2012; McMillan &
Schumacher, 2010.) Scientific research involves seeking answers to questions, using a
defined set of procedures to gather evidence and data, and yielding results applicable
beyond the study (Mack, Woodsong, MacQueen, Guest, & Namey, 2005). Research
methodology dictates and clarifies the data collection and analysis process. Furthermore,
specific procedures fall under the two main research approaches, which are the
quantitative and qualitative methods (McMillan & Schumacher, 2014).
Quantitative research examines the relationships between variables and produces
data that can be counted or quantified in numerical values (Mack et al., 2005).
Quantitative instruments include questionnaires and surveys. Quantitative research
generally uses large, random sampling (Bazeley, 2002). Quantitative research yields
descriptive data, which is analyzed through statistics and framed by the review of
literature. Quantitative data are considered deductive (Patten, 2017). Quantitative
researchers generally present results as wide-ranging summaries generalized to one or
more populations (McMillan & Schumacher, 2014). It is appropriate to use quantitative
methods to predict, confirm, or prove theories or hypotheses (Patten, 2017).
Qualitative researchers seek to explore in depth the meaning and implications of
experiences, needs, behavior patterns, cultures, and issues (Mack et al., 2005). The
instrument in qualitative research is the researcher. Qualitative research is conducted

68

using interviews and observations to report nonnumerical data as they emerge throughout
the study. Qualitative researchers may add interview questions or adjust phrasing of
questions based on preliminary study results as the study progresses (McMillan &
Schumacher, 2014). Qualitative samples are generally small and selected purposefully
because qualitative researchers often seek practiced, exemplary, or significant informants
(Bazeley, 2002). Qualitative data are not predictive; rather, qualitative data are grouped
into themes and are considered inductive (Patton, 2015). It is appropriate to use
qualitative research when looking to understand and discuss concepts, trends, or
experiences (Patten, 2017).
This qualitative study employed a phenomenological approach to identify and
describe the strategies exemplary charter school executive directors use to develop and
maintain resilience. This study is part of a thematic study on developing and maintaining
resilience in exemplary leaders. A group of two peer researchers and two faculty
advisors convened meetings and discussions to explore and consider various
methodologies to implement for the study. The thematic group acknowledged the
research purpose directs the research design (Patton, 2015). The purpose of this research
study was centered on identifying, describing, and exploring, which are qualitative
processes. The thematic group ultimately decided to conduct a qualitative exploratory
phenomenological study. The group concluded that the exploratory phenomenological
approach would best cull the intricate descriptions of the lived experiences of each peer
researcher’s identified exemplary leaders and their experiences with resilience.
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Method
The method designated for this study was qualitative phenomenological. In this
study, the researcher conducted interviews and examined artifacts. Interview questions
were designed so participants could reflect on their experiences and provide data that
answered the research question. This method allowed the researcher to identify the
qualitative verbal account of lived experiences by exemplary charter school executive
directors developing and maintaining resilience. Using a phenomenological approach,
the researcher gathered data through direct inquiry (Patten, 2017). The direct inquiry was
conducted through digitally recorded interviews of the selected sample population.
Phenomenology frameworks document the lived experience of a phenomenon and
capture how people make sense and meaning of the experience (Patton, 2015). A
phenomenon exists in which exemplary charter school executive directors are developing
and maintaining resilience. The researcher employed qualitative traditions to understand
what shapes this phenomenon. In this study, the researcher gathered stories and feedback
from exemplary charter school executive directors about what is important and notable to
them in regard to developing and maintaining resilience. The charter school executive
directors described their experiences with resilience, and the researcher attempted to
capture and document the meaning and structure of the lived experiences for this group of
people.
Rationale
This qualitative study employs a phenomenological approach to identify and
describe the strategies exemplary charter school executive directors use to develop and
maintain resilience. The two peer researchers and two faculty advisors concluded the
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phenomenological design was the best fit for the study of developing and maintaining
resilience in exemplary leaders. The phenomenological research design was determined
to be most appropriate for carrying out the purpose of this study. The phenomenological
approach aligns with gathering data through in-depth interviewing. Interviewing yields
narrative, interpretive data analysis. Patton (2015) suggested that qualitative researchers
ask “action-oriented questions that will yield concrete answers” (p. 172) and engage with
participants who will provide practical feedback, solutions, and recommendations. In
addition, collecting artifacts made by and used by study participants can help foster
understanding of the experience being studied (Patton, 2015). The thematic group chose
the phenomenological approach to enable the researchers to identify and describe the
strategies used by exemplary leaders and reflect upon and analyze the lived experiences
of the exemplary leaders. Eight exemplary charter school executive directors were
purposefully chosen for interviews and data collection.
Population
The population for the study was the researcher’s group of interest. McMillan
and Schumacher (2014) identified the population as the group upon which the research
results would be generalized. Furthermore, Patten and Newhart (2018) indicated a
population is a group of persons who possess at least one distinctive feature that
distinguishes them from the others.
The population of this study was charter school executive directors in California.
For this study, a charter school executive director refers to the person in the highest
position at a charter school who is directly responsible for providing vision and
leadership for the school and serves as the direct report to the governing board of the
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charter school. The charter school executive director role is tenuous and challenging.
The charter school CEO, or executive director, must set direction and demonstrate
competence in academic, fiscal, and operational management (Campbell et al., 2008).
The charter school executive director may be the CEO of an independent or singular
charter or may be the executive director of a multiple charter school organization
commonly referred to as a Charter Management Organization (CMO) or Educational
Management Organization (EMO).
At the time of this study, there were approximately 1,300 charter schools in
California (CDE, n.d.-a). Public charter schools have varying management structures.
Some charter schools operate as independent single-school local education agencies.
However, some charter schools are part of CMO or EMO (David, 2018). The National
Alliance for Public Charter Schools published a report to provide statistics on the
management structure for all of the charter schools in the nation (David, 2018). NAPCS
defines a management organization (CMO or EMO) as a separate business institution that
operates at least three schools with a combined enrollment of at least 300 students
(David, 2018). Because some of the reported 1,300 charter schools in California may be
grouped under a CMO and managed by one CEO, a statistical analysis must be
completed to identify the number of charter school executive directors who exist in
California. The information in Figure 1 is from the 2018 report published by the NAPCS
to provide statistics on the management structure for all of the charter schools in the
nation (David, 2018).
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STATE
AK
AR
AZ
CA
CO
CT

MANAGEMENT STRUCTURE BY STATE, 2016-17

CHARTER
SCHOOLS
29
74
557
1,258
238
24

CMO

EMO

INDEPENDENT

0%
39%
31%
24%
15%
25%

0%
5%
12%
4%
3%
0%

100%
55%
58%
72%
82%
75%

Notes: There were 42 states
with operating charter
schools in 2016-17. In
addition, Washington, D.C.
and Guam also had operating
charter schools in 2016-17.
Not all percentages will add
to 100 due to rounding.

Figure 1. Management structure by state. Adapted from National Charter School Management
Overview, 2016-17, by R. David, 2018, p. 6, National Alliance for Public Charter Schools
(https://www.publiccharters.org/our-work/publications/national-charter-school-managementoverview-2016-17).

The researcher used the 2020 data from CDE (n.d.-a), which indicate there are 1,300
charter schools in California, and the 2018 data from the NAPCS table in Figure 1.
Applying the 72% NAPCS factor to identify the number of independent charters yielded
936 executive directors of singular schools. The remaining 364 charter schools are
managed by CMOs or EMOs with three schools being the smallest number they manage.
Applying the three-school minimum to the 364 schools yields 121 executive directors of
CMOs or EMOs. The sum of these two figures (936 and 121) provides the approximate
population of 1,057 charter school executive directors in California.
A population of 1,057 charter school executive directors was too great to
realistically interview all probable participants of the study. Therefore, the population
was tapered to a target population of feasible size.
Sampling Frame/Target Population
The sample frame is a smaller group recognized from the population upon which
research data would be used to make inferences (McMillan & Schumacher, 2014).
Frequently, a target population is determined because of barriers such as time, money,
geography, and other factors that make it unfeasible to study each person in the
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population (Patten & Newhart, 2018). Because it is not feasible to study all 1,057 charter
school executive directors in California, a target population of charter school executive
directors was selected for this study. The researcher focused on charter school executive
directors in the Southern California area including the counties of San Diego, Riverside,
and Orange. These regions include approximately 198 charter schools (CDE, n.d.-b).
Using the same formula as for the total population, the target population would be
approximately 161 charter school executive directors.
Sample
McMillan and Schumacher (2014) described a sample as the smaller subsection of
the population. The authors suggested using precision to define the target population and
sample. Sample sizes for qualitative studies are generally smaller than quantitative
sample sizes. Qualitative sample sizes should be large enough to derive accurate insight
on the research questions. Creswell (1998) suggested five to 25 participants. Morse
(1994) recommends six or more. In addition, study objectives and available time and
resources are important considerations for selecting sample sizes (Patton, 2015). This
study sample included eight exemplary charter school executive directors purposely
selected from the target population for interviews.
Researchers employing phenomenological methods use their familiarity and
expertise with the population to select candidates who will serve as quality sources of
information (Patten & Newhart, 2018). Purposeful sampling is a practice used when
resources are limited to identify and select sample participants who are likely to yield rich
information (Patton, 2015). The technique of purposeful sampling encompasses finding
and choosing individuals or groups that are particularly knowledgeable about a specific
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phenomenon (Creswell, 1998). In the case of this study, participants were selected for
their knowledge and experience related to the purpose and research questions. The
participants were identified as exemplary in their field to ensure that data provided would
be authoritative and reliable. A benefit of purposeful sampling from a group of
exemplary candidates is participants are likely to lend insight that is generally clear and
reflective (Bernard, 2002).
The thematic group developed criteria for purposeful sampling of exemplary
leaders, which in this study specifies exemplary charter school executive directors. To be
considered an exemplary charter school executive director, the selected participants were
those who were set apart from their peers, had evidence of personal resilience, had a
minimum of 5 years of experience in the position, and exhibited at least two of the
following characteristics:
1. Evidence of leading a successful organization
2. Articles, papers, or materials written, published, or presented at conferences
3. Recognition by their peers
4. Membership in professional associations in their field
The peer researchers and faculty advisors utilized what is known about
phenomenological research to determine the sample size. The research supports using a
sample size of 8 as sufficient. According to McMillan and Schumacher (2014),
qualitative research studies take substantial time and resources. Although sampling must
align with analytical methods, sample size may depend upon the discretion of the
researcher (Patten & Newhart, 2018). The thematic team determined this study would
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consist of eight participants. The researcher implemented the following sample selection
process:
1. Utilizing data from the CDE (n.d.-b) directory, the researcher compiled a list of
charter schools that fit the geographic parameters of the study. Then, the researcher
identified the following entities as expert entities that work closely with executive
directors throughout the state: Charter Schools Development Center (CSDC),
California Charter Schools Association (CCSA), and El Dorado Charter Special
Education Local Planning Area (SELPA).
2. An email was sent to each expert entity describing the research study (Appendix B).
The email included a request for a recommendation for charter school executive
directors that have met the exemplary criteria within the specified geographic areas.
3. The researcher used the list of charter school executive directors compiled from the
CDE directory to cross-reference and validate the recommendations from charter
school experts.
4. An email (Appendix C) and phone call to the participants were used to verify the
charter school executive director’s exemplary criteria. The communication also
described the significance, purpose, and risks of the study.
5. The first eight participants who met the criteria and confirmed participation were
selected for the study. Semistructured, open-ended interviews commenced thereafter.
The researcher scheduled each participant to interview on a day and time selected by
the participant. An interview protocol (Appendix D) was created by the thematic
team, which included a script, questions, and additional probes designed to elicit
further details if needed (Patten & Newhart, 2018).
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A qualitative phenomenological study yields deep narrative data based on
participants’ experiences with a particular phenomenon. The sample size is appropriate
for this research type (Patton, 2015). The population, target, and sample for this study is
illustrated in Figure 2.

Figure 2. Population, target population, and sample.

Instrumentation
In a phenomenological study, the primary method for collecting data is extensive
interviewing. The researcher is the data collecting instrument. Because the researcher
has the potential to create bias, it is necessary to create a standardized instrument (Patton,
2015). Standardized, structured interview questions create less bias when delivered
verbatim from the researcher to the research participant. However, the researcher has the
prerogative to use a semistructured, yet objective approach to apply additional probes to
solicit further detail from the research participant if initial responses are incomplete
(Patton, 2015). Using open-ended semistructured interviews with exemplary charter
school executive directors enabled the researcher to accumulate the qualitative data
necessary regarding the participant’s perception on the phenomenon of resilience.
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The phenomenological framework seeks to understand how participants make
sense of experiences and translate the knowledge gained into shared meaning (Patton,
2015). In this study, the in-depth interviews were conducted face-to-face through the
video conference software, Zoom. The Zoom platform enabled the researcher to read the
interview script, record the responses, ask additional probes, and ask for artifacts related
to the participants’ personal resilience. The researcher should be removed when
processing a participant’s experience.
The thematic team of two peer researchers and two faculty members
collaboratively created the interview questions. First, the thematic team chose the
theoretical framework presented by Everly et al. (2015) to create an alignment table
(Appendix E) based on the purpose statement and the research question and subquestions.
Next, using the alignment table, the peer researchers created sentence frames, which were
used to build draft interview questions that are indicated on the alignment table. The peer
researchers brought the draft questions to a meeting with the faculty advisors, and the
group reviewed the questions. The thematic team met multiple times to review and
analyze the alignment of the interview questions to the research purpose, research
questions, and the theoretical framework. In addition, the team developed optional
probing questions for the researcher to use to solicit further detail from the study
participant. When the team agreed the interview questions were aligned, the team
finalized the questions to go into an interview protocol.
A thematic interview protocol was developed by the thematic team (Appendix D).
The development process was as follows:

78

1. The research team peers were given variables and asked by the team faculty members
to use research to define each variable.
2. Together, the research peers and faculty reviewed each definition as a team and
approved the definitions for use in the study.
3. Using themes from the approved definitions, each team member developed two
interview questions for each variable.
4. Each team member’s proposed questions were reviewed by the team of peer
researchers and faculty members, and the faculty members provided additional
feedback. The faculty members advised using primarily questions beginning with
“how” in order to solicit explanations of personal strategies and invite elaboration.
Questions using “when” inquiry were limited to when respondents were to specify
times they reacted to risks and adversity. The faculty members advised against using
“why” and “what” questions because that line of inquiry was not aligned with the
study’s purpose or framework.
5. Finally, the team approved the interview questions and placed them in an alignment
table (Appendix E) for a visual aid to compare against the definitions and key
concepts extracted from the variables.
6. The questions were placed in an interview protocol script (Appendix D).
A thematic interview protocol was developed by the thematic team (Appendix D).
The protocol was developed to be read word for word by the researcher to provide a
semistructured consistent experience for the study participants. The interview protocol
contained an overview of the interview, an introduction to the study, the required oral
confirmation of informed consent, and a time for the study participant to ask questions
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prior to starting the interview questions. The Research Participant’s Bill of Rights
(Appendix F) and the informed consent (Appendix G) were both emailed to the study
participants prior to the interview. The interview protocol was used for field testing by
both peer researchers in the thematic study to uphold consistency and integrity with the
data collection process. Then, the protocol was reviewed by the team to identify whether
any changes were needed before commencement of definite data collection.
Field Test
According to McMillan and Schumacher (2014), a field test establishes validity
and reliability of the research instrument. Furthermore, conducting a field test of a
semistructured interview provides the researcher with an opportunity to contemplate the
completeness, clarity, and effectiveness of the phrasing of the interview questions and
potential to gather suitable information (Patten & Newhart, 2018). Therefore, both peer
researchers in the thematic study conducted field tests.
For the field test, the researcher secured a participant who met the criteria of an
exemplary leader and a faculty observer with a doctorate degree who completed a
qualitative study. The field-test participant was not included in this research study.
During the field test, the researcher practiced reading the questions and administering the
interview protocol. The researcher also asked the field-test participant specific feedback
questions about the interview (Appendix H). In addition, the researcher asked the fieldtest faculty observer for feedback (Appendix I). After the interview, the researcher
reflected on the data collected to conclude whether the interview protocol would serve as
an effective instrument for obtaining phenomenological data. The thematic team
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discussed the structure, feedback, and data from the field tests and worked together to
make needed revisions to the interview protocol.
Validity
A valid instrument allows the researcher to make meaningful conclusions
(McMillan & Schumacher, 2014). Research findings are valid if the findings accurately
measure the phenomena they are intended to measure (Patten, 2017). To increase the
validity of an instrument, the researcher should use multiple methods (McMillan &
Schumacher, 2014).
In the field test, the researcher applied multiple researchers, multiple method
strategies, participant review, low-inference descriptors, monitoring of participant
phrasing, and automatic recording of data (McMillan & Schumacher, 2014). The
semistructured open-ended interview was the primary method used for data collection.
The interview protocol also contained optional probing questions. The researcher used
rapport-building strategies and took notes during the interview. The researcher
triangulated the data with collection of artifacts. Collecting data from a variety of
sources contributed to a broad perspective and understanding of the phenomenon being
studied (McMillan & Schumacher, 2014). The interviews were recorded and transcribed.
The interview transcript was sent to each participant for their review. The opportunity
for review allows the participant to make corrections thus promoting accuracy and
transparency of the data being measured. The transcripts were input into the qualitative
data analysis program, NVivo, for coding.
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Reliability
A study is reliable if the test used consistently produces the same results (Patten,
2017). It is necessary to use more than one method to test the reliability of the study
instrument. In this study, the researcher used internal reliability and intercoder reliability
tests.
Internal reliability. The method of using a research team to develop the research
instrument is an internal reliability test. Internal reliability minimizes the potential for the
qualitative data to represent the perspective of a single researcher (Patten, 2015). The
thematic team of two peer researchers and two faculty advisors collaboratively developed
the research purpose, questions, and instrument. By filtering through the perspectives
and expertise of multiple individuals, the thematic team developed a precise, clear
instrument that the researcher could consistently replicate (Patton, 2015).
Intercoder reliability. According to Lombard, Bracken, and Snyder-Duch
(2017), intercoder reliability is the degree of agreement found among qualitative
researcher coders when evaluating themes or characteristics for consistency in
conclusions. Qualitative researchers should make use of intercoder reliability to limit bias
and for research to be considered credible and valid. High levels of agreement in the
coding between two researchers indicate research quality, and the coding method can be
considered acceptable. Low levels of agreement indicate poor research methods
(Lombard et al., 2017). To increase reliability, the two peer researchers on the thematic
team each asked the other to code and analyze 10% of their data collected (Patton, 2015).
When there is 80% agreement or more between the two researchers from the sample of

82

10% of the total data collected, the instrument can be considered reliable (Lombard et al.,
2017).
Data Collection
Data were collected from eight exemplary charter school executive directors
through video conference interviews and artifacts. The researcher maintained the
audiovisual recordings, transcriptions, field notes, and artifacts on a personal computer
secured with a password to safeguard confidentiality. Any hard copies were kept in a
locked cabinet in the researcher’s home office. To ensure anonymity, instead of using the
participant’s name, each study participant was assigned an identification number. The
researcher first completed a certification on protecting human research participants
(Appendix J) and then obtained approval from the university’s Institutional Review
Board (IRB; Appendix K) before beginning data collection or conducting any interviews
for the study.
Interview Process
The thematic team established a standardized interview protocol based on the
qualitative phenomenological design. The steps in the interview process were executed
as follows:
• The eight exemplary charter school executive directors were emailed the interview
questions from the interview protocol which included definitions of the framework
components (Appendix D), the Research Participant’s Bill of Rights (Appendix F),
and an informed consent form (Appendix G). The informed consent document
included permission for audio and visual recording. The optional probing questions
were not provided in this document as the research would only use them as needed.
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• The researcher used the interview protocol to consistently review with the participants
the purpose and focus of the study as well as documenting the verbal affirmative of
receipt and understanding of the informed consent and bill of rights.
• The researcher informed each study participant that they will be assigned a coded
pseudonym to keep data and results anonymous. The researcher is the only person
who maintains the names of the participants and corresponding coded pseudonyms.
• The researcher followed a script to ask each of the 12 established open-ended
interview questions. The researcher asked the additional probing questions if the
researcher needed to elicit further information after the participant provided an initial
response.
• The researcher conducted and recorded each interview session using the Zoom
platform and an additional backup recording device.
• The researcher securely stored the interview data electronically in local files using
password protection.
• The researcher used voice-to-text software to transcribe the recorded data.
• The participants were invited through email to review their interview transcription and
provide corrections or clarification.
• Finally, the transcripts were input into NVivo software for the data analysis process.
Artifacts were also coded and placed into frequency tables.
• Once transcripts were confirmed, edited, and finalized, the recordings and any
physical copies were maintained for 3 years after the conclusion of the study and then
permanently deleted, shredded, and destroyed.
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Artifacts
Collecting artifacts made by and used by study participants can help foster
understanding of the experience being studied (Patton, 2015). Artifacts were collected by
the researcher from the study participants and from reviewing the school websites of the
participants. A framework for research artifacts (Appendix L) was created and provided
to study participants to the process of generating artifacts. Patton (2015) indicated that
triangulation can be used as a means for collecting data from multiple sources on the
same topic. Examination of artifacts, in addition to interviewing, could reduce or
eliminate potential skewing of data from solely purposeful sampling.
Data Analysis
Qualitative data presents numerous possibilities for analysis, yet the researcher
must forge through the copious amounts of data to identify themes (Patton, 2015). For
this study, the researcher followed a rigorous analysis process to clarify, synthesize, code,
interpret, and draw conclusions from the data. Data from 8 hours of interviews as well as
artifacts, were coded according to the following process:
1. The researcher transcribed the recordings of the interviews.
2. The researcher invited study participants to review their interview transcription.
3. The researcher studied the transcriptions and artifacts for potential themes.
4. The researcher input the data into the NVivo software.
5. The researcher utilized the software to code the data.
6. The codes were designated into themes.
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7. The researcher created a frequency table to include the total number of coded themes
from the interviews and artifacts. The researcher also presented the themes in
percentage form and ordered them chronologically.
8. A peer researcher reviewed 10% or more of the data to establish intercoder reliability
and ascertain if the peer researcher’s coded themes aligned with those of the
researcher to a degree of 80% or more.
The researcher analyzed the coded frequencies to identify strategies exemplary
charter school executive directors use to develop and maintain resilience. The themes
demonstrated the phenomenon of resilience in exemplary charter school executive
directors. Chapter IV provides the data, themes, and a discussion of the findings.
Limitations
Qualitative research requires assessment of rigor of the documentation, procedure,
and ethical considerations (Ryan, Coughlan, & Cronin, 2007). This study incorporated
standard steps of a qualitative phenomenological research process, precise data collection
techniques, and confidentiality and rights of participation. However, the study has some
limitations. Study limitations are aspects of the study design that could negatively
influence the interpretations of the research data (McMillan & Schumacher, 2014).
Generalizations of a phenomenological study are limited to the experiences of the sample
population at a given point in time, which are subject to interpretation (Patton, 2015);
thus, there could be potential for negative generalizations on a group of charter school
executive directors outside of the sampling area. This study’s limitations included
sample size, time, COVID-19 restrictions, and the researcher as a tool of the study.
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Sample Size
According to McMillan and Schumacher (2014), a sample size of six to 25
participants is appropriate for a phenomenological study. This study’s sample size of
eight participants was determined by the thematic group. Smaller sample sizes can limit
ability to generalize; however, larger sample sizes can limit the feasibility to collect deep,
elaborate data (McMillan & Schumacher, 2014). Therefore, the thematic team agreed
eight participants was an appropriate amount to collect rich, intricate data from the
exemplary charter school executive directors.
Time
As demonstrated by the literature, a charter school executive director’s time is
limited due to the nature of the position and accompanying responsibilities.
Consequently, coordinating time-intensive interviews or interviews over multiple days
was not practical for this study. Each interview was limited to 60 minutes and structured
according to the protocol. The researcher attempted to mitigate this limitation by
providing each participant the opportunity to review the interview transcript, and
participants were given the opportunity to clarify their responses. The researcher’s
university provided recommended timelines of specific months for completing interviews
to be on track for completion of the dissertation. As such, the researcher’s ability to
schedule interviews was also limited by university guidelines.
COVID-19 Restrictions
This study was completed during the COVID-19 pandemic. Because of health
and safety concerns, as well as travel challenges, interviews were limited by the
university to be conducted through the videoconferencing platform Zoom. Conducting
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interviews through videoconference could influence subject-researcher reliability because
reading nonverbal cues can be more challenging through videoconference. Another
limitation to the videoconference setting is that assurance of privacy of the interview
could be impacted. However, the researcher avoided audio-only options for interviews.
The researcher facilitated the virtual interviews so that both the researcher and the
participants used their video cameras and microphones to allow for as much observation
of nonverbal communication as possible.
Researcher as an Instrument of the Study
In qualitative studies, the researcher acts as the data collection instrument. This in
itself is a limitation. The German philosopher Edmund H. Husserl concluded the
assumption that perceptions and meanings make one aware of experiences, and
experience includes interpretation (Patton, 2015). The nature of being human means the
researcher observes, collects, codes, and interprets the data through a subjective lens;
thus, there is potential for unintended bias (Patton, 2015). Consequently, internal
reliability, in the form of the researcher, is a potential threat and limitation to the study
(McMillan & Schumacher, 2014). As a charter school deputy executive director at the
time of the study, the researcher had subjective experiences with educational leadership,
and those experiences could have produced implied bias during the data collection
process. To allay bias, the thematic team created a standardized interview protocol and
practiced consistent application of the protocol. After the data were collected, intercoder
reliability using a peer researcher was also applied to judge whether coded responses
were unbiased.
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Summary
Chapter III explained the design of the study. This study lent itself to the
qualitative phenomenological methodology because the purpose of the study was to
explore the lived experiences of exemplary charter school executive directors and their
interaction with resilience. The thematic team collaborated to construct a research
instrument and data collection process. The data analysis process was explained with
integrity to uphold validity and reliability and identify possible limitations. Chapter IV
includes explanations of the study findings. Chapter V describes the conclusions,
summary of key findings, and recommendations for further research.
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CHAPTER IV: RESEARCH, DATA COLLECTION, AND FINDINGS
Overview
This study applied Everly et al.’s (2015) resilience framework to exemplary
charter school executive directors in Southern California. Everly et al. emphasized that
some people experience remarkable success in the face of intense challenge because they
have a resilient attitude that helps them overcome adversity. Furthermore, multiple
studies have shown that individuals can develop and learn resilience (Everly et al., 2015).
This study identified and described the strategies that exemplary charter school executive
directors use to maintain personal resilience.
Chapter IV begins with an overview of the purpose of the study and a summary of
the data collection and analysis process. This chapter includes the purpose statement,
population, central research question and subquestions, and methodology applied in the
study. The majority of Chapter IV serves to present a review and analysis of the data
collected from interviews to answer to the central research question and subquestions.
Each research participant provided artifacts that were coded, in addition to the interview
data, to provide added evidence of resilience. The data were displayed into tables and
followed by narrative descriptions of the themes that emerged from the exemplary charter
school executive directors. The chapter concludes with a summary of the data and
findings.
Purpose Statement
The purpose of this exploratory phenomenological study was to identify and
describe the strategies used by exemplary charter school executive directors to develop
and maintain personal resiliency based on Everly et al.’s (2015) five factors of personal
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resilience (active optimism, decisive action, moral compass, relentless tenacity,
interpersonal support).
Research Questions
Central Research Question
What strategies do exemplary charter school executive directors use to develop
and maintain personal resiliency based on Everly et al.’s (2015) five factors of personal
resilience (active optimism, decisive action, moral compass, relentless tenacity,
interpersonal support)?
Subquestions
1. How do exemplary charter school executive directors develop and maintain resilience
through active optimism?
2. How do exemplary charter school executive directors develop and maintain resilience
through decisive action?
3. How do exemplary charter school executive directors develop and maintain resilience
through achieving a moral compass?
4. How do exemplary charter school executive directors develop and maintain resilience
through relentless tenacity?
5. How do exemplary charter school executive directors develop and maintain resilience
through interpersonal support?
6. How do exemplary charter school executive directors develop and maintain personal
resilience?
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Research Methods and Data Collection Procedures
The purpose of the study was to identify and describe the strategies used by
exemplary charter school executive directors to develop and maintain personal resilience.
The method designated for this study was qualitative phenomenological approach. Using
a phenomenological approach, the researcher gathered data through direct inquiry
(Patten, 2017). Therefore, the researcher conducted interviews to capture the lived
experiences of exemplary charter school executive directors. Patton (2015) suggested
that researchers ask “action-oriented questions that will yield concrete answers” (p. 172)
to solicit feedback, solutions, and recommendations that yields narrative, interpretive data
analysis. In addition, the researcher collected 17 artifacts made and used by the study
participants. Patton (2015) suggested that collecting artifacts can help foster
understanding of the experience being studied. Eight exemplary charter school executive
directors were purposefully chosen for interviews and data collection.
Population
The researcher used the 2020 data from CDE (n.d.-a), which indicate there are
1,300 charter schools in California. Additionally, the researcher used the 2018 data from
the NAPCS table in Figure 1 and the 72% NAPCS factor to identify the number of
independent charter schools in California, which yielded 936 charter school executive
directors of singular schools (David, 2018). The remaining 364 charter schools are
managed by Charter Management Organizations (CMOs) or Educational Management
Organizations (EMOs) with three schools being the smallest number they manage.
Applying the three-school minimum to the 364 schools yields 121 executive directors of
CMOs or EMOs. The sum of these two figures (936 and 121) provides the approximate
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population of 1,057 charter school executive directors in California. A population of
1,057 charter school executive directors was too great to realistically interview all
probable participants of the study. Therefore, a target population was selected for this
study.
The researcher focused on charter school executive directors in the Southern
California area including the counties of San Diego, Riverside, and Orange. These
regions include approximately 198 charter schools (CDE, n.d.-b). The researcher used
the same formula as for the total population, which assumes that 72% of charter schools
are run as independent charter schools with one executive director per school, and the
remainder are run by CMOs with an average of three schools under an executive director
of a CMO. Therefore, the researcher calculated that 72% of the 198 charter schools in
San Diego, Riverside, and Orange counties are independent charter schools, which means
there are 143 charter school executive directors of single charter schools. This leaves 55
schools managed by a CMO, and the researcher used the assumption that CMOs manage
an average of three schools, which means there are 18 charter school executive directors
managing the 55 schools managed by a CMO. Thus, the target population would be 143
executive directors of independent charter schools plus 18 executive directors of charter
schools managed by CMOs, which equals approximately 161 charter school executive
directors.
Sample
From the approximately 161 charter school executive directors in San Diego,
Riverside, and Orange counties, purposeful sampling was used to select exemplary
charter school executive directors within the target population. Nonprobability sampling
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from a set criterion for exemplary charter school executive directors was used to obtain a
sample for this study. Eight exemplary charter school executive directors were sampled
from the target population based on leaders who were set apart from their peers, had
evidence of personal resilience, had a minimum of 5 years of experience in the position,
and exhibited at least two of the following characteristics:
• Evidence of leading a successful organization
• Articles, papers, or materials written, published, or presented at conferences
• Recognition by their peers
• Membership in professional associations in their field
The researcher identified expert entities that work closely with charter school executive
directors throughout the state. An email was sent to each expert entity describing the
research study (Appendix B). The email included a request for a recommendation for
charter school executive directors who have met the exemplary criteria within the
specified geographic areas. The first eight participants who met the criteria and
confirmed participation were selected for the study.
Demographic Data
To ensure confidentiality, each research participant was assigned a unique
identification number. The documentation holding the name and number was maintained
in an encrypted file to uphold confidentiality of the exemplary charter school executive
directors. Participant names and schools were not used in the study. All participants met
or exceeded the criteria set for exemplary and were verified by a charter school expert
entity. Information was collected in the interview for gender, age, and years in the
position of charter school executive director. Participants were 75% female and 25%
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male. The age range of exemplary charter school executive directors ranged from the
mid-40s to early 70s.
Additionally, data were collected from interview participants for their years of
experience in the position of executive director. The data for the years of experience in
the position of executive director ranged from 5 years to 27 years with an average of 14.5
years. Table 1 shows the data for the years of experience in the position of executive
director for the eight study participants. The relatively small number of exemplary
executive directors in Southern California counties presented limitations with protecting
participant confidentiality. Therefore, gender and age ranges were not linked to the
participants’ years of experience.
Table 1
Demographics: Years of Experience in the Position of Executive Director
Participant

Years of experience
as executive director

Participant 1
Participant 2
Participant 3
Participant 4
Participant 5
Participant 6
Participant 7
Participant 8

12
22
13
11
10
16
5
27

Note. Reported experience range is 5 to 27 years, mean of 14.5 years, median of 12.5 years.

Presentation and Analysis of Data
Data were collected using the interview protocol (Appendix D), recorded, and
transcribed. This section presents the data analysis by subquestion to support the central
research question on strategies exemplary charter school executive directors use to
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develop and maintain personal resilience. The resilience themes that emerged from the
data and provided a frequency count were coded in NVivo. Each participant provided
artifacts that represented some of the themes that emerged. The 17 artifacts included one
conference presentation, one set of board minutes, two pieces of literature written by two
participants, three staff memos, three mission and vision statements, two social-emotional
support handbooks, one strategic plan, three photos of collaboration and achievement of
goals, and one calendar.
The data arranged are organized by research subquestion. The first five research
subquestions contain one of each of the five factors of resilience in Everly et al.’s (2015)
framework. The last research subquestion focuses on overall personal resilience. The
number of themes coded from the interview, artifacts, and frequency referenced for each
resilience factor is presented in Table 2. Subsequent tables are used to represent data by
subquestion topic to provide further analysis and detail.
Table 2
Resilient Subquestions, Themes, and Codes
Resilience
subquestion
Active
optimism
Decisive
action
Moral
compass
Relentless
tenacity
Interpersonal
support
Totals

Themes

Interviews
referenced

Artifacts
coded

Interview
frequency

Artifact
frequency

Total
frequency

% of
frequency

6

8

12

65

16

81

33%

5

8

6

36

9

45

18%

6

8

3

38

3

41

17%

3

8

4

30

4

34

14%

3

8

7

36

8

44

18%

23

8

17

205

40

245

100%

Note. Total frequency for themes = 245. In order to be included, the theme must have been referenced in
two or more interviews and occurred three or more times. Outlier themes less than the after mentioned
threshold were omitted.
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The researcher coded the themes and identified the strategies used by exemplary
charter school executive directors to develop and maintain personal resiliency based on
Everly et al.’s (2015) five factors of personal resilience (active optimism, decisive action,
moral compass, relentless tenacity, and interpersonal support). A total of 23 themes were
recognized and categorized from the five factors of the resilience framework and the
exemplary charter school executive directors’ experiences with personal resilience.
Interview transcripts and artifacts were coded into themes for each of the research
questions. A percentage was calculated to indicate the frequency of themes coded per
resilience factor, which is displayed in Figure 3.

FREQUENCY % OF RESILIENCY CODES
Interpersonal
Support
18%

Active Optimism
33%
Relentless
Tenacity
14%

Moral Compass
17%

Decisive Action
18%

Figure 3. Pie chart of responses and percentages by resilience factor.

Themes were identified for each of the five factors of resilience—active
optimism, decisive action, moral compass, relentless tenacity, and interpersonal support.
The researcher presented coded references from the interview transcripts to support the

97

identified themes. The following sections present each of the resilience factors with the
corresponding themes.
Qualitative Data for Research Subquestion 1
The first research subquestion asked, “How do exemplary charter school
executive directors develop and maintain resilience through active optimism?” The
qualitative data that pertain to this research question ensue. Active optimism is expecting
the best possible outcome and believing one can enact positive change in the face of
adversity (Everly et al., 2015; Harrison & Westwood, 2009; Patterson et al., 2009;
Scheier & Carver, 1985). The researcher used the interview protocol (Appendix D) to
collect data for each resilience factor. A majority of responses produced similar themes
to other resilience factors. However, the researcher did not combine codes from the other
resilience subquestions. The researcher presented the data from each resilience
subquestion. The responses to the active optimism subquestion produced six themes.
The active optimism themes are presented in Table 3.
Propel others and yourself forward with a positive, confident attitude. The
highest frequency count for themes in active optimism was to propel others and yourself
forward with a positive, confident attitude. This theme was referenced by seven of the
eight respondents and in three artifacts. The frequency was 22 out of 81 theme counts.
Responses for this theme included the need to be positive, optimistic, and
confident about overcoming challenges and achieving success. Participants stated that
the leader’s attitude influences the rest of the staff and stakeholders. Participants also
indicated it is important to have faith you will affect change. For example, Participant 7
stated,
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Table 3
Active Optimism Themes
Interviews
referenced

Artifacts
coded

Interview
frequency

Artifact
frequency

Total
frequency
(+ artifact)

% of
frequency

Propel forward
with a positive,
confident
attitude

7

3

19

3

22

27%

Expect and reflect
on challenges to
grow from them

7

2

15

2

17

21%

Take care to rest
and fuel your
purpose

5

3

10

3

13

16%

Build trusting
relationships

5

4

9

4

13

16%

Cultivate a shared
vision and goals

4

4

6

4

10

12%

Act on what you
can change

3

0

6

0

6

8%

8

12

65

16

81

100%

Active optimism
theme

Totals

Note. Total frequency of themes within active optimism resilience factor = 81.

“Knowing that we have the ability—feeling like we can address our schools’ and our
students’ and our staffs’ and our stakeholders’ needs—that we can address those pieces
helps to create a level of optimism.” According to Participant 8, optimism leads to
positive change: “It’s focused on real, intended change—not accidental. The work you
engage in is really going to engage in change.” Participant 5 described how optimism
leads to positive change:
It’s contagious. It’s not only contagious, but it’s stabilizing. It’s supportive. It
brings comfort to individuals when you can be optimistic. It actually lends to
elevate their morale and their outlook when the leader can be positive and
optimistic. And it brings people both comfort and stability. They feel like they
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can exhale if the leader is not losing it. And they’re optimistic about the situation.
It takes away their bent toward worrying and being anxious.
According to Participant 2, optimism leads to positive change:
It gives me the opportunity to really say, let’s do this. Let’s make this happen.
And guess what? It’s going to turn out okay, folks! I’m not one who processes
all the different elements of not doing what we’re doing. And being in the charter
school space, we’re pretty much told on a daily basis, even when we had the
dreams to start this, what wasn’t possible. And I love to hear from people that
questioned us or were the naysayers years ago who then step forward and go, I
can’t believe what’s been accomplished under your leadership. Well, when you
believe what’s possible, it’s possible.
Expect and reflect on challenges to grow from them. The second highest
frequency count of themes in the active optimism factor was expect and reflect on
challenges to grow from them. The theme was referenced by seven of the eight
respondents and in two artifacts. The frequency was 17 out of 81 theme counts.
Responses for this theme were focused on anticipating and embracing challenges and
reflecting on past experiences. Participants described expecting and reflecting on
challenges as growth mindset. Furthermore, participants emphasized the importance of
being open and willing to learn from the past to drive future success. For example, to
describe to develop and maintain optimism, Participant 4 stated,
Just taking stock in everything that you’ve already been through so you can kind
of keep a perspective. Some people think the sky is falling immediately. But
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then, I look back at what we’ve—we’ve dealt with worse. So I think we’re going
to get through this.
Participant 5 shared,
I have had some really challenging experiences that actually prepare you for the
next adversity. So, I like to draw from past experiences—what was done well,
what wasn’t done well—and learn from that and make adjustments so that I can
continue to be optimistic about whatever challenges I’m currently facing.
Participant 6 indicated optimism leads to positive change:
If you have a growth mindset, you believe you can learn things, you can change
your ways, you can impact the world in a different way. So, I definitely am a
growth mindset person. We look at the data—the good, bad, and the ugly—and
we see where we’re falling down on the job with students, with customer service,
with whatever it is, and we embrace the reality. We know that we can improve
things because when we have worked on things in the past, we have completely
and utterly, over the past years, improved in almost every capacity. So we know
we can do it. We’ve had that experience doing it before.
Participant 8 stated,
If you engage in change, you’re going to encounter adversity. You develop your
skills to cope and to remediate or modify adversity so you can accomplish
something. So how do you stay optimistic? You expect adversity. You study
adversity. You do that through reading, studying, and most importantly having
relationships with other leaders and other people who are leaders at all levels.
You learn.
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Take care to rest and fuel your purpose. This theme was referenced by five of
the eight respondents and in three artifacts. The frequency was 13 out of 81 theme
counts. Responses from this theme focused on practicing self-care. Respondents
indicated that getting enough rest and doing activities that bring joy provide fuel for
carrying out one’s mission. Respondents also suggested remaining focused on
philosophy and goals helps one to keep going and ultimately achieve positive outcomes.
For example, when referring to staying optimistic when facing challenge, Participant 1
stated, “Stay focused on the outcome that you were after to begin with.” Participant 2, on
encouraging positive change, stated, “I encourage them this weekend to disconnect,
unplug, pour into something that feeds your soul so you’re back here on Monday excited
about the work.” Participant 3 stated the following regarding optimism leading to
positive change: “So I think for me, just staying focused on the prize, like what it is I’m
about, what I stand for. And then everything can get framed in what you stand for.”
Participant 8 explained that developing optimism when faced with challenges includes
“Staying as healthy as possible—sleep well, don’t postpone medical attention, be
active—all goes into physical and mental well-being. You cannot give what you do not
have.”
Build trusting relationships. This theme was referenced by five of the eight
respondents and in four artifacts. The frequency was 13 out of 81 theme counts. The
majority of respondents indicated building trusting relationships is important for
expecting positive outcomes and believing one can affect change. For example,
Participant 1 stated, “Building trust comes from being transparent with them. There’s
something about admitting when you’re wrong. That’s how you build that trust—made a
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mistake, let’s fix it!” Participant 3 described that believing one can enact positive change
leads to trust:
I believe that people need a leader who they believe can do things. That wasn’t
something I always believed, but watching how the people that work at our school
react to me, I think they believe I can do it. So I think me believing I can do it,
helps them believe I can do it. And it’s not just a belief, you have to do things for
people to believe that you can do it. I think it’s trust that I’ll do it. People know
that I will. If I say I’m going to do something, I’m going to do it.
Respondents also indicated trusting relationships are built by providing
transparency, listening, and keeping one’s word. Other responses also included trust
building is achieved by admitting mistakes and showing willingness to adjust. For
example, Participant 4 stated how optimism leads to positive change:
I feel like by helping others—teachers and staff—find their paths. Sitting down
with them and talking with them about what are their struggles, sometimes it’s
just a simple as listening to them. Sometimes you can also show them shortcuts
or different ways they might not have thought of that can help. Sometimes it’s
one-on-one individual, or I try to work with the principals who can work with the
teacher. I work with the principals to tell them to ask staff those questions. See
what it is that you can help with . . . by bringing up their morale, it helps them
engage a little bit more, and makes people a little bit happier.
Artifacts collected demonstrated tools for building trusting teams. One artifact
was a presentation a respondent gave at a conference that addressed seeking to
understand before being understood. Another artifact was a photo of staff engaging in
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team-building exercises to build connections and trust. An additional artifact was a
handbook that described problem-solving activities and communication techniques for
solving situations as a community.
Cultivate a shared vision and goals. Responses from this theme focused on
using collaboration to expect the best possible outcome. In addition, respondents
indicated listening to stakeholders provide opportunity for all parties to take ownership in
the outcome. This theme was referenced by four of eight respondents and in four
artifacts. The frequency was 10 out of 81 theme counts. Respondents specified that
creating a collaborative strategic plan increases the likelihood of enacting positive
change. For example, Participant 5 stated,
I run a list in my mind for possibilities and potential scenarios. I’m a quick
analyzer. I do if this, then that, and I do a lot of comparing and contrasting in
terms of extreme adversity. I’m a listener. So in times of extreme adversity, I try
to gather as much information from as many stakeholders as I can. And I listen to
the stakeholders with an ear towards solutions. I take that information, and I use
it to process, and at the end of the day to come up with the solution.
According to Participant 1,
Explaining the vision that you see helps others to get on board with whatever the
plan is. I always do the analogy of your oar in the water rowing the board in the
same direction. So if your staff understands where you’re headed, and it’s a better
situation than what you’re currently dealing with, then they usually put their oar
in the water and continue to row in the right direction.
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Participant 4 described an instance of enacting positive change with optimism:
I let teachers have a big say in how it was going to be rolled out. I’ve learned
through the years that when you work as a group and you come up with solutions
as a group, there’s a lot more buy-in, and then the teachers are more willing to do
it.
Artifacts were collected that support cultivating a shared vision as a part of using
active optimism to develop and maintain resilience. One artifact was a copy of a
multiyear strategic plan in which collaboration was used to create and achieve goals.
Another artifact was a photo showing students achieving success in a well-resourced,
innovative classroom that was made possible from a strategic plan. In addition, another
artifact displayed a mission, core values, and philosophy statement that was created by
stakeholders through a collaborative process.
Act on what you can change. This theme was referenced by three of eight
respondents and was not present in any artifacts. The frequency was six out of 81 theme
counts. This theme focused on a balance of looking forward and looking at the present.
Respondents indicated when maintaining optimism, one must keep the goals and vision
in mind yet take care to avoid getting overwhelmed by distractions. Sometimes this
requires breaking the larger goal into smaller steps. Respondents generally asserted that
to enact positive change, it is important to hone in on what is in one’s control.
Respondents described that a leader could face a variety of potential threats or concerns,
such as legislation that could negatively impact charter schools, but focusing on what is
actionable enables leaders to stay optimistic. When describing how optimism leads to
positive change, Participant 2 stated,

105

I’m continually asking our team, what are you doing that’s going to benefit kids
today? That’s the only reason we are here. That’s the only reason we have jobs.
Let’s focus in on today. There’s power, there’s potential, there’s opportunity.
And what are we doing to secure that today? Not tomorrow, not yesterday, just
today.
According to Participant 3,
So then it’s just a matter of putting one foot in front of the other. That’s all it is.
It’s looking at the next step. I think another thing is I try not to look too far in the
future. Just take the next step towards whatever it is. When I started making the
charter school, that’s the only way it happened. If I would have looked at, oh, I’m
going to make a charter school and it involves all of this, I would have given up.
But if it’s ok, the first step is to look at what is a charter school, then what are the
different parts of a charter. Can I work on the first one, then the second one, it’s
kind of like figuring what needs to be done next, in order to achieve a goal, but
not looking at all the components of the goal at once because that would be too
much.
Participant 4 stated,
I think the biggest thing that I’ve learned throughout the years is that I can’t worry
so much about what’s going to happen or what the future is going to bring. Just
keep working on what’s happening now and what I can change. And ask myself,
is that something I can change, or is it not? And if I can’t, then I just kind of have
to learn to let things go.
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Qualitative Data for Research Subquestion 2
The second research subquestion asked, “How do exemplary charter school
executive directors develop and maintain resilience through decisive action?” The
qualitative data related to this research question follow. According to the literature,
decisive action is changing course, with confidence and responsibility, to achieve the best
results from changing circumstances (Everly et al., 2015; Patterson et al., 2009; Raisor,
2011). Responses were collected through the interview protocol and produced some
similar themes to other resilience factors. The researcher did not combine codes from
other resilience factors but rather presented the data from each resilience subquestion.
Five themes were identified for the decisive action factor and are shown in Table 4.
Table 4
Decisive Action Themes
Interviews
referenced

Artifacts
coded

Interview
frequency

Artifact
frequency

Total
frequency
(+ artifact)

% of
frequency

Own the
responsibility

7

0

12

0

12

26%

Create and execute
a strategic plan

3

3

5

4

9

20%

Be confident and
positive about
accomplishing
success

6

1

7

1

8

18%

Seek input and
collaboration to
inform your
decisions

5

1

7

1

8

18%

Let your mission
drive your
decisions

3

3

5

3

8

18%

8

6

36

9

45

100%

Decisive action
theme

Totals

Note. Total frequency of themes within decisive action resilience factor = 45.

107

Own the responsibility. Own the responsibility was the theme with the highest
frequency. This theme was referenced by seven of the eight respondents and was not
present in any artifacts. The frequency was 12 out of 45 theme counts. The respondents
indicated that the leader holds the position of responsibility. Taking the executive
director position means there will be both credit and blame for every decision, as the
decisions ultimately fall on the leader. Part of using developing and maintaining
resilience through decisive action is accepting decisions will be wrong and need
adjusting. To own responsibility, respondents hold a perspective of gravity, humility, and
flexibility. For example, when asked about taking responsibility for difficult decisions,
Participant 4 stated,
So it ultimately will come back to me. And so I think just owning up to those
mistakes and owning up to your decisions that you make and letting people know
that it’s okay if it’s wrong. Nothing is perfect in this world, and we just keep
pushing forward and trying to make it better.
When asked about remaining confident when changing course, Participant 3 explained,
Just do it, you know? People don’t want to just own the decision because if it’s
wrong, there is some fear of something if it’s wrong. And I don’t fear that it’s
wrong, I don’t. I’m just aware that decisions I make will be wrong. And then I
can look and go, yeah, that was not a good decision. Let’s make a different
decision.
Participant 7 described taking responsibility:
I mean, in the end, if you don’t take responsibility for the difficult decisions, then
people aren’t going to have faith in your leadership. If you’re going to take credit
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for when things go well, but not take credit for when things don’t—especially
now when things are so difficult for everyone, then it’s just not going to work out
for you as a leader of the organization. I think admitting mistakes, or when a
difficult decision comes up and it didn’t go the way that you wanted can highlight
the importance of a growth mindset. But I also think that it is the humanity of the
leadership team when we can say, yeah, we really screwed this one up. I think it
can help you better identify, or people to better identify with you.
When asked about remaining confident when changing course, Participant 6 explained,
We are a change organization. We are in this business to revolutionize education
and to change the face of public education and make it work for every student.
And that requires—the things that we try—not all of them work. So I think that
just knowing that we’re going to make mistakes, knowing that we are in it to
make these improvements and to change things, makes it easier to change. We
are a change agency.
Create and execute a strategic plan. Create and execute a strategic plan had the
second highest frequency count for the factor of decisive action. This theme was
referenced by three of the eight respondents and was found in three artifacts. The
frequency was nine out of 45 theme counts. Respondents described how a strategic plan
supports remaining confident when changing course and expecting positive outcomes.
Artifacts included two pieces of literature written by two of the respondents. The
literature addressed efficacious charter school leadership being dependent upon having a
strategic plan. In addition, another artifact was a copy of a strategic plan, which
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demonstrated development using a needs assessment, analysis of data, input from
stakeholders, and collaborative goal setting.
Interview participants described the process of setting up a strategic plan. It
requires envisioning how the situation will unfold in the present, near future, and longterm future. For example, when describing taking decisive action to carry out the
organizational mission, Participant 2 questioned, “How are we going to do it this week,
let alone 3 months from now, or a year from now?” Furthermore, Participant 8 stated,
It’s also having a process for strategic planning. You articulate what the action is,
you’ve got a champion who is ultimately responsible, and they have a team, and
you’ve got measurables. Do they need to modify? There are no chicken goals—
only big goals. That gives you confidence that changing course is a sensible thing
to do. And you’ve gotten input about the change being necessary.
Participants also described that a thoughtful, well-resourced strategic plan
involves a rationale for change in addition to the steps for course correction. Strategic
plans also need to include buy-in from stakeholders. When describing remaining
confident when changing course, Participant 1 stated,
Once you make a decision that something is going to go in a certain direction, you
stick to that plan unless it’s absolutely necessary to abandon it. And I think it
takes a lot to prove that it’s absolutely necessary to abandon a plan. If it’s a well
thought out, well-planned plan, there had to have been a reason that you were
looking to change course. That reason will still exist even in the face of adversity.
Be confident and positive about accomplishing success. This theme was
referenced by six of the eight respondents and was found in one artifact. The frequency
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was nine out of 45 theme counts. Responses were generally anchored in two ideas.
Leaders take decisive action when they believe they are up for the challenge and believe
they will achieve positive results. For example, when describing changing course with
confidence and positivity, Participant 3 stated,
It had to be decided. Not changing is so much more comfortable for everyone
than making a leap of faith. But we had to find another building. When we did, it
was such a big decision for everybody because the commute for teachers changed,
the population changed, and people were like you’re going to lose half of your
population. I had parents wanting my head on a platter. But I was just like we’re
moving there because that school site has ideal space, and we are going to be fine
there. And I didn’t know any of that. I really didn’t know we were going to be
fine there. I didn’t know if anyone in the new area would want our school. As a
matter of fact, we were actively told we weren’t wanted there. But it was just a
matter of just do it, just move, and be the pillar for people to know we’re going to
be fine. And we were. We grew that year before we even opened our doors after
the move. We had more students than we had previously.
Respondents generally indicated that having a confident, positive leader builds
trust. For example, Participant 8 stated, “People have trust in you if they know you are
interested in the most positive outcome.” Some respondents also discussed that a leader
remaining flexible makes it easier to instill confidence because there will be other options
to try in order to achieve success. When explaining how to build confidence when
changing course, Participant 4 stated, “You offer up the fact that it could work, it can’t
work, if it doesn’t work, we’ll try something else.”
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Seek input and collaboration to inform your decisions. Responses for this
theme generally included the importance of the leader listening to others around them.
Furthermore, some respondents indicated when the leader is equipped with input, the
leader can confidently set the course for action. For example, when addressing how to
remain confident when it is necessary to change course, Participant 1 stated, “A lot of the
time, it’s the team that you have around you and getting all the other people’s input—it
helps. That helps.” Furthermore, Participant 8 stated,
I think if a leader mentally remains humble and open, they do not have all the
answers, but if they listen to the people around them—whether they are newbies
or experienced or even in a position to really know what is going on—
perceptions, opinions, views are absolutely essential to piecing together not just a
picture of what’s happening but the actions that should logically follow.
According to some respondents, seeking input helps to create buy-in from the
team. Achieving buy-in often results in building confidence and trust. For example,
when referring to building confidence in decision making, Participant 4 explained,
I think it just comes back to having that buy-in from your staff. I tried to do a lot
of discussing with our admin group first, and then I bring it out to the principals.
Then, we try to bring it out to the staff. I try to do it in levels so that we can get
that buy-in first. If you don’t have that buy-in from the principals, they’re not
going to push it on to the teachers.”
The theme of seeking input and collaboration to inform your decisions was
referenced by five of the eight respondents and was found in one artifact. The frequency
was eight out of 45 theme counts. The artifact collected was a piece of literature written
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by one of the exemplary executive charter school executive directors. The artifact
indicated that for charter school leaders to achieve success, they must understand the
needs of their students and parents and let the needs drive the decision-making process.
The writing in the artifact further asserted that meeting the needs of students and parents
will result in keeping families satisfied and enrolled in the school on a long-term basis.
Let your mission drive your decisions. The theme with the smallest frequency
count was let your mission drive your decisions. This theme was referenced by three of
the eight respondents and was found in three artifacts. The frequency was eight out of 45
theme counts.
The artifacts referenced in this theme were two mission and philosophy
statements and one piece of literature about successful leadership. The mission and
philosophy statements clearly articulated what the organizations intend to do and the
values of the organization. These artifacts validated the interview data.
Some interview respondents indicated using their missions to drive progress and
gauge whether a decision is correct. For example, Participant 2 stated, “We have to be
decisive in this moment. We have to step up in this moment. We’ve got to move
forward because no matter what happens with the world, we still have a mission to take
care of kids.” Participant 3 shared, “I don’t think I could do what I do if it wasn’t
purposeful for me.” When asked about remaining confident when it’s necessary to
change course, Participant 7 stated,
I think it has to do with the mission of your organization. I think you can change
course and still be true to your mission. And I think when it comes down to that
time, when it’s a decision to be able to change course, you have to take a look at it

113

and say is the current path that I’m on still leading us to the mission of what we’re
trying to create and what we’re trying to do as an organization. If it’s not, then
that’s a really good time to say let’s go in a different direction and be able to do
so. So being true to your mission and being true to what your goals are for your
organization is a key component.
Qualitative Data for Research Subquestion 3
The third research subquestion asked, “How do exemplary charter school
executive directors develop and maintain resilience through achieving a moral compass?”
This section includes the qualitative data related to this research subquestion. The
literature indicates a moral compass is an inner sense, composed of honor, integrity,
responsibility, and fidelity, which guides leadership behavior (Everly et al., 2015; Larsen
& Derrington, 2012; Patterson et al., 2009). Responses were collected through the
interview protocol and produced some similar themes to other resilience factors. The
researcher did not combine codes from other resilience factors but rather presented the
data from each resilience subquestion. Six themes were identified for the moral compass
factor and are shown in Table 5.
Engage in self-reflection to know yourself. Equally high frequency counts were
found in the top two themes. The themes of engage in self-reflection to know yourself
and use values to carry out your mission each had references by six of the eight
respondents and in one artifact. The frequency was 10 of the 41 theme counts.
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Table 5
Moral Compass Themes
Interviews
referenced

Artifacts
coded

Interview
frequency

Artifact
frequency

Total
frequency
(+ artifact)

% of
frequency

Engage in selfreflection to
know yourself

6

1

9

1

10

24.5%

Use values to carry
out your mission

6

1

9

1

10

24.5%

Guides you to the
right path

6

0

8

0

8

20.0%

Identify honorable
and dishonorable
behavior

4

0

5

0

5

12.0%

Obtain
commitment

3

1

4

1

5

12.0%

Draw on values
and purpose to
keep going

3

0

3

0

3

7.0%

8

3

38

3

41

100.0%

Moral compass
theme

Totals

Note. Total frequency of themes within moral compass resilience factor = 41.

The artifact referenced was a memo to leadership from an executive director in
which the executive director encouraged staff to engage in self-reflection. The purpose
of the self-reflection was to identify personal strengths, understand one’s limitations, and
relinquish one’s ego. The message was that growth and progress occur when one can
turn to others who have strengths that one lacks.
This theme comprised responses that focused on using reflection to remind
leaders of their purpose and their personal beliefs. Some respondents indicated that being
confident in personal beliefs makes it easier to hold one’s self to high standards and
decide the right path forward. For example, Participant 8 stated,
Our basic values are that anything we do, we do in the most ethical way that we
can. Sometimes it’s hard to figure out what is the ethical thing to do, but I would
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say the most important thing a leader can do is spending time by yourself. I don’t
mean time at home. I mean time alone to think, to be inspired, to read, and think
on what you’ve read, and to analyze. Reading, meditation, and being able to
articulate your leadership philosophy is tremendously important.
Furthermore, Participant 2 stated,
You have to remember who you are. As the wind blows in, you’ve got to stand
firm on your convictions. You’ve got to stand firm on the things that you value
because they’re going to be really guiding you through the storm.
Respondents also discussed using one’s purpose and identified beliefs to hold
themselves to high ethical standards and guide behavior. When asked how a moral
compass supported maintaining resilience, Participant 3 explained,
I think it’s just having lived a life of examination, self-examination. I worked a
lot of jobs where there was hypocrisy. I saw hypocrisy in the schools I went to
even as a younger person. And so I think it was just all those experiences adding
up to I’m never going to do that. I remember saying that when I was really young
that I’m never going to do that. And then it’s just a matter of keeping your word
and not falling prey to doing that.
According to Participant 5,
When I look in the mirror, I want to see back a reflection of what I would want to
see in others. And so it guides everything that I do, think, feel, and say because I
believe it starts with the intents of our heart. If I can personally work on the
thoughts of my heart and the reflections that I think about when I’m guiding
myself to reflect upon the positive, those things will continue to keep me in an
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area where I am a person of honor, integrity, fidelity, and trustworthiness. And
then it becomes a habit. It becomes habit and a way of life.
Use your values to carry out your mission. The theme of use your values to
carry out your mission had the same frequency count as the theme of engage in selfreflection to know yourself. The use your values to carry out your mission theme was
referenced by six of the eight respondents and was found in one artifact. The frequency
was 10 out of 41 theme counts.
Responses for this theme generally included the importance of being mission
driven. Some respondents indicated that achieving a moral compass helps to identify
personal values and align the values to the mission. According to other respondents, the
moral compass helps individuals stay true to their mission. Furthermore, some
respondents specified the moral compass helps guide decision making as it pertains to the
organizational mission. For example, Participant 6 stated,
When you can point to your core values as an organization and say this is what we
stand for, and is this decision that I’m about to make in line with one or most of
these core values, or is it something that we’re making this decision for the short
term, not for the long game, it makes it easier to make a decision. We’ve just
jettisoned some projects and some decisions completely because they don’t meet
our mission, our vision, and our values as an organization.
When asked how a moral compass supports maintaining resilience, Participant 7 shared,
I don’t know that supporting every child in school is attainable, but I think it’s
about taking as many shots as you can to be able to do so. I think with all the
noise and the tumult, all the ups and downs, if you can just really truly be
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anchored to your organization’s mission, and if you can connect to your
organization’s mission, that makes it a heck of a lot easier.
Some respondents described achieving a moral compass as a means for setting
intentions and viewing a mission as just cause. For example, Participant 8 stated, “I have
a faith-oriented background, and I look at my work as a mission. Working with children
and working to transform their lives is a righteous cause.” Furthermore, Participant 2
shared,
There are so many people who have left public education as a result of the
pandemic. There’s never been a greater time to leave, but there’s never been a
greater time to stay involved in the fight and get up every single day and remind
yourself why you’re here. And that’s for the benefit of kids and what are we
doing today for those kids? That’s really what I do is try to remind myself every
day why I’m here, that there’s power and potential in every day, and how am I
capturing that. And when I roll out of bed in the morning, I try to ask myself,
what are you doing today that’s intentionally around our mission, our vision, and
our values?
The artifact referenced was a mission, vision, and core values statement. It
identified the organizational values and articulated commitment to carry out the mission.
The values statement asserted that all decisions are based on helping students achieve
their best.
Guides you to the right path. This theme was referenced by six of the eight
respondents and was not found in any artifacts. The frequency was eight out of 41 theme
counts. Responses generally indicated that a moral compass helps individuals be resilient
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because the moral compass provides affirmation that the right decisions are being made.
For example, Participant 6 explained, “Values help you be able to make decisions.”
Participant 5 shared,
My personal values are the foundation of my resilience, and so I rely on them
when I make decisions. I rely on them when I’m reflecting. I rely on them to
guide me. I rely on them when I’m in conversations—critical, tough
conversations.
Participant 4 added,
I always have in the back of my mind what’s going to be best for kids in the
end—always having that goal, that big picture and working towards that. I feel
like almost every decision that I make goes back to me asking that question, is
this best for the kids, is this best for the school?
Respondents generally explained that when they know they are doing the right
thing, they can be confident and optimistic that they will overcome adversity.
Respondents provided examples of maintaining resolve. In addition, respondents
described how values, such as honor and integrity, guided them through challenges and
provided affirmation that they are making the right decisions. For example, Participant 1
stated,
Well actually I’m dealing with one right now with a parent who is publicly
personally attacking me. But I’m not wavering because I know that I’m following
the law and I’m focused on the student. It’s the student before the parent, the
student before the staff, the school—it’s the students first. I’m not wavering in
my resolve to support that student. So it’s a constant battle with long emails on a
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daily basis—harassing, but you know, you can just kind of let it roll because you
know you’re doing the right thing.
Furthermore, Participant 2 explained,
When things get difficult—there’s difficulty with your authorizer, there’s a recent
article about charter schools that tries to set a tone that’s not real and then you
have people pressing into it going are you doing that too? You know, when it
gets gray and it’s difficult—I just believe that’s an indicator we’re moving in the
right direction. Because frankly, if we weren’t doing great things for kids, we
wouldn’t have the attention of these agencies and individuals who work for our
demise. If I wasn’t doing great things for kids every single day, and we were
having good outcomes with families, when you do great things, you press into the
darkness. And guess what? The darkness sometimes presses back.
Identify honorable and dishonorable behavior. In this theme, respondents
described the moral compass as a standard for determining the right and wrong ways for
others and self to behave. This theme was referenced by four of the eight respondents
and was not found in any artifacts. The frequency was five out of 41 theme counts.
Recognizing when someone is displaying egotism or desiring vengeance were some
examples of dishonorable behavior provided by the respondents. Respondents also
indicated the importance of changing one’s perspective when negative behaviors begin to
surface. Participant 3 stated, “I think if you want people to work for you, if you want
them to do something or be some way, you have to model that.” Participant 2 indicated,
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You have to acknowledge when your ego is coming into play and when your
feelings are getting hurt. You’ve got to step back and go this isn’t about me. It’s
not about me at all. There are other strengths on the team, let those people rise.
When describing how to rely on personal values to remain resilient, Participant 5 stated,
I had a situation in my career once where I was going through the process of
progressive discipline with an employee, and they put out a series of false
statements about me. And so I had to defend my character. My character was
being attacked. And they were doing it all in the attempt to thwart the actions that
I was taking to deal with their performance. And as you know, as a leader, you
cannot speak to those issues. And I just had to take the attack. And it was
personal. It was public, and it was very personal. But my personal beliefs that I
live by said that I should be kind to those who purposely assault me. I made a
decision that I would not fight fire with fire, that I would rise above that. And it
allowed me to be free to not be bitter, or to be angry, and to rise above the hurt,
and to be able to still function. And in the end my character was exonerated. The
truth came out.
Furthermore, when asked how a moral compass supports resilience, Participant 4 stated,
“I don’t like a lot of negativity. And so, when I see people always bad-mouthing others, I
try another way and say can we find a positive way to look at this? And it’s hard.”
Obtain commitment. This theme was referenced by three of the eight
respondents and was referenced in one artifact. The frequency was five out of 41 theme
counts. Respondents described using a moral compass to build relationships that allow
leaders to gain the commitment of others toward the mission. For example, Participant 6
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stated, “A relationship is built over time where you are making deposits into that
emotional bank account. And then when adversity hits, you already have people on your
side who want to support you and want you to succeed.” Other respondents indicated
that holding one’s self to high standards of honorable behavior helps build trust and
commitment with others. For example, Participant 3 stated,
I believe you should do what you say and say what you do. If you can make your
word worth gold, and I tell children this when they’re going through bouts of
lying, I say if every single thing that comes out of your mouth is true, then you
become a more powerful person. Because when you open your mouth, people
know that’s true. That’s probably one of the most powerful things in life. If
everything you do shows your commitment, then people trust your commitment
100%.
The artifact referenced was a piece of literature written by one of the respondents. The
artifact described displaying a moral compass leading to growth, development, and
reform. The artifact supported how honorable behavior helps build trust and
commitment.
Draw on values and purpose to keep going. This theme was referenced by
three of the eight respondents and was not found in any artifacts. The frequency was
three out of 41 theme counts. Respondents described how a moral compass allows
leaders to draw upon their values, face adversity, and keep going to ultimately achieve
success. For example, Participant 1 stated, “Even in the very tough times that we’re in
right now, I have a sense of duty to serve, so I’m still here.” Participant 5 also stated,
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I believe that love will conquer hate at the end of the day and that light will
conquer darkness. And those things allow me to continue to give what I’m not
receiving back, to love those who aren’t being reciprocal in respect. It allows me
to continue to give without the expectation of getting it back.
The moral compass reminded leaders the work they are doing is meaningful and
worthwhile, which motivates and fulfills them to keep going.
Qualitative Data for Research Subquestion 4
The fourth research subquestion asked, “How do exemplary charter school
executive directors develop and maintain resilience through relentless tenacity?” The
qualitative data that pertain to this research question ensue. According to the literature,
relentless tenacity is a purposeful course of action consistent with one’s core values when
an individual exhibits steady persistence during times of adversity (Everly et al., 2015;
Patterson et al., 2009). The researcher collected responses using the interview protocol.
Responses produced some similar themes to other resilience factors; however, the
researcher did not combine codes from other resilience factors. The researcher presented
the data that emerged to address each resilience subquestion. Three themes were
identified for the relentless tenacity factor and are shown in Table 6.
Be persistent. The highest frequency count and highest participant response was
found in the theme of be persistent. The total frequency count was 59% or 20 out of 34
theme counts. This theme occurred with six of the eight interview responses and in four
artifacts.
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Table 6
Relentless Tenacity Themes
Interviews
referenced

Artifacts
coded

Interview
frequency

Artifact
frequency

Total
frequency
(+ artifact)

% of
frequency

Be persistent

6

2

18

2

20

59%

Embrace
challenge

5

2

6

2

8

23%

Believe and
convey success
will be achieved

4

0

6

0

6

18%

8

4

30

4

34

100%

Relentless tenacity
theme

Totals

Note. Total frequency of themes within relentless tenacity resilience factor = 34.

General responses for this theme included relentless focus on the pursuit of one’s
goals, mission, and purpose. Respondents indicated it is important to set a plan for action
based on the mission and remain focused to carry it out. For example, Participant 1
stated,
When you’ve taken all the right steps to put out a plan, then you should remain
focused. You should steer the ship in the right direction with what the core values
of the organization are, and you stick to it.
Participant 5 said,
You can’t be double minded or waffle or be indecisive in times of adversity.
You’ve got to remain steady. And you’ve got to resist the urge to draw back and
be timid. Somehow the tenacity gives you fuel and power over the thing I may
not have control over—the adversity.
Other respondents explained that they remember their purpose and lean into it to
continue to carry on. For example, when explaining how asking reflective questions
provides fuel, Participant 2 stated, “Just remind yourself once again about the mission,
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the vision, the values, what are we here every single day? And how do we continue that
tenaciousness around continuous improvement?” Furthermore, some leaders shared that
when they believe in something, it is that belief that keeps them from reverting back to
the comfort zone and continuing to pursue the mission. Other respondents described
there is an alignment of commitment to doing what they promised. For example,
Participant 6 shared,
You are pushing the boulder up the hill. And you’re a vision communicator. You
are the vision embodied for your staff. And so you can’t let decisions happen that
are just going back to the middle of the road or going back to the old way. The
decision has to be made in light of the core values.
Participant 3 also stated, “When you believe in something, you confront it.”
There were two artifacts submitted. One was a piece of literature that described
carrying out and defending a plan of action. The other artifact was a board agenda item
that showed the charter petition for one of the respondent’s schools going through
multiple denials and appeals. Never wavering in the pursuit of the goal, Participant 1
recalled a particular denial and sharing with the board that if it will take coming back 100
times, then Participant 1 would be back 101 times.
Embrace challenge. This theme was referenced by five of the eight respondents
and was found in two artifacts. The frequency was eight out of 34 theme counts.
Respondents generally described challenge as an opportunity to learn, grow, and feel
accomplished. For example, Participant 3 stated, “Working hard feels good!”
Additionally, Participant 8 shared,
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No matter what is challenging, we see it as an opportunity. Sometimes it takes
you off course, it takes more time than you want, but it can still work for you if
you’re really tenacious about listening to issues and seeing how you can work
with them to grow, promote, and refine.
Other participants spoke about taking on challenges by breaking them down into
more manageable pieces. Some respondents described getting through challenges by
setting and reaching smaller goals and moments in which to look forward. Participant 4
shared,
I embrace those challenges. I’m a person who likes, kind of thrives on that. But
it’s setting those goals, and then always working towards them. That’s really
important to be able to have the big picture, but yet have those smaller goals to
get to where you need to go.
When sharing an example of how the COVID-19 pandemic presented difficulty,
Participant 7 stated,
It was just a grind every day to get to 5:00. That’s really honestly been the last 18
months. So just giving yourself something to look forward to—whether it was
happy hour with my wife, vacations, rest, those types of things to get through it.
There were two artifacts presented to support this theme. Both artifacts were
mission statements. The mission statements addressed facing challenge with values such
as determination and initiative.
Believe and convey success will be achieved. This theme was referenced by
four of the eight respondents and was not found in any artifacts. The frequency was six
out of 34 theme counts. Respondents generally spoke about having confidence and
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communicating that the purposeful course of action is the right direction to take. Some
respondents also described they have confidence that the plan will be successful because
it is well informed and aligns with the mission and values. For example, Participant 5
stated, “When you’re doing the right thing, the doors open for you.” Additionally, when
describing being tenacious and confident with site replication, Participant 8 stated,
I was convinced it would work. There was a method to the madness. We had
spent years building integrated departments and were transferring something that
was very well articulated and well understood. We had a blueprint. It wasn’t just
a whimsical, capricious thing. It was clearly delineated, and we had the capacity
to train other people.
Furthermore, some respondents expressed that conveying confidence also contributes to
buy-in. It assures people they are safe and in good hands and reminds them the plans are
set up for success, so they buy in and go along with the plan. For example, when
describing how a difficult search for a new facility was addressed with the board,
Participant 2 affirmed,
We’re all going to be on board, this is what we’re going to do, and it’s all going to
work out. It’s all going to work out, I promise you. We’ve got a history here.
We take care of people. We know what we’re doing. It’s gray, and it’s cloudy
out there, but let’s get going. Come on, we’ve got this!
Qualitative Data for Research Subquestion 5
The fifth research subquestion asked, “How do exemplary charter school
executive directors develop and maintain resilience through interpersonal support?” The
qualitative data related to this research subquestion follow. Interpersonal support is the
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commitment among members to contribute to one another and the collective well-being
willingly during times of distress (Everly et al., 2015; Patterson et al., 2009; Werner &
Smith, 1982). Responses were obtained using the interview protocol, but several
responses to the questions from interpersonal support yielded similar themes to other
resilience factors. However, to underscore the specific research subquestion, the
researcher did not combine codes from other resilience subquestions coded to the
interpersonal support resilience factor. Three themes were determined for interpersonal
support and are identified in Table 7.
Table 7
Interpersonal Support Themes
Interpersonal
support theme

Interviews
referenced

Artifacts
coded

Interview
frequency

Artifact
frequency

Total
frequency
(+ artifact)

% of
frequency

Build relationships

8

3

16

4

20

45%

Foster open, honest
communication

7

2

11

2

13

30%

Engage with a
support channel
or confidante

6

2

9

2

11

25%

8

7

36

8

44

100%

Totals

Note. Total frequency of themes within interpersonal support resilience factor = 44.

Build relationships. The highest frequency count and highest participant
responses was found in the theme of build relationships. The total frequency count was
20 of 44 theme counts or 45%. The theme occurred with eight of the eight interview
respondents and was found in seven artifacts. Artifacts included a conference
presentation, social-emotional learning resources, and a photo of a team-building activity.
The artifacts addressed connecting with people on a personal level, listening to
understand, and achieving success through trusting relationships.
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Interview respondents generally discussed building rapport by taking initiative to
check on how staff are doing. Some respondents indicated positive rapport is achieved
when offering active listening and suggestions. For example, Participant 4 shared,
One time I walked into one of the teacher’s classrooms, and I just sat down. I was
like how are things going? And she just broke down in tears to me and told me
everything in her whole life, you know, and I just sat and listened. After she was
done, she was like ok I’m good now. I think it’s nice because I have a lot of staff
that say I’m really easy to talk to, and they do open up.
Participant 5 stated,
We brainstorm how we can tackle those solutions. But it’s really about listening
to people, talking to people, bringing them to the table, keeping them at the table,
and then doing what you say you’re going to do—being a person of your word.
Because that establishes greater trust.
Respondents generally indicated that consistently listening intently to others and
following through with responses builds trust.
Respondents generally indicated that a leader can foster trusting relationships with
intentional action. Some respondents indicated taking time to find out about people’s
personal lives and interjecting those connections into future conversations makes people
feel valued. For example, Participant 2 stated,
As a leader, you’ve got to be intentional. And the other intentional thing is every
leader’s birthday is on my calendar. I’m also known as the historian. And so
every approval date for every program is on my calendar. So when those days
come up, I’m sending a little paragraph out to every leader. If it’s their birthday,
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they get a little paragraph with all the leaders attached. So everybody’s
intentionally going, oh, it’s so-and-so’s birthday. Oh, that’s great. And those are
the little things that build trust. Those are the little things that build connection to
the culture. Those are the little things that people go, I like working here, I feel
valued and appreciated.
Other respondents discussed that it is also important for leaders to share the intentions of
their hearts in order to connect with staff and further build trust. For example,
Participant 7 stated,
Everybody needs to feel that we’re going in the right direction. I could make
every mistake in the book, but like, they know my heart is in the right place. I
mean, I’m not saying that I think it’s a good plan to make every mistake in the
book. But I’m just saying I think that intent is important. And when people don’t
take the time to build those relationships, people don’t know what their intent is.
So when they make a mistake, it seems like it could be for nefarious reasons or
something.
Respondents generally indicated that intentionally being visible and approachable
as a leader helps to build relationships. Furthermore, some respondents shared that
maintaining an “open door” policy further builds opportunities for relationships and trust.
For example, Participant 6 stated, “I have a stable group. And partly that’s because I
meet with them. I meet with every one of my direct reports every other week for an hour
one on one.” Participant 3 shared,
Through the years, that’s kind of been my thing, which is I’ll just go in and check
on staff, especially new staff. I’ll sit down and start to learn to build that rapport
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with them so that they feel I’m open enough. I tell all my teachers my door is
always open.
Foster open, honest communication. The theme of foster open, honest
communication had a total frequency of 13 out of 44 theme counts or 30%. This theme
occurred with seven of the eight interview responses. The theme was referenced in two
artifacts.
Respondents generally discussed creating a trusting, supportive culture in which it
is safe to give and receive feedback. Some respondents asserted it is important to model
and appreciate honesty to foster open communication. For example, Participant 6 stated,
“It doesn’t matter what capacity you’re working in, if you have an idea, you can share it.”
Respondents further indicated that part of being honest is providing reasons and context
for decisions. For example, Participant 3 stated,
I think honesty is the most important. It’s so easy as a leader to try and fake
everything because you want everyone to believe that you’ve got everything. But
in order for people to trust you, they also have to know why you’re deciding
things. And they also need to hear I’m not sure this is the right thing but this is
what we’re going to do.
Other respondents suggested leaders must be open to answering any questions and make
it safe for others to share. For example, when referring to making plans for returning to
campus after the COVID-19 lockdown, Participant 7 shared, “Giving the teachers a voice
in the process was a key component of being able to see that there was trust in the end.”
Participant 8 stated,
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We emphasize having quality meetings where there is the opportunity to speak
what you’re thinking. If you have a question, you can ask it without worry about
offending others. We also share data that keeps you abreast of what everyone else
is doing and how they’re doing. We consciously have opportunities for
communication and for sharing, which helps collective well-being.
There were two artifacts that supported this theme. One included a piece of
literature that addressed the importance of thoughtful, precise feedback to keep staff
engaged and supported. The other artifact was a description of a social-emotional
learning program in which effective communication is used to build community and
connection.
Engage with a support channel or confidante. The theme with the lowest
frequency count and participant response was engage with a support channel or
confidante. The total frequency was 11 out of 44 theme counts. This theme occurred
with six of the eight interview responses and in two artifacts.
The artifacts presented included a mission statement and a piece of literature.
Both items addressed the value of a supportive nurturing community. The literature
particularly discussed that a charter leader is stronger when working together with other
charter leaders to achieve common goals.
Interview respondents generally discussed that a support group or confidante
could include a friend or family member, such as a spouse, a key internal leader, an
external group of leaders, or a mentor. Respondents generally indicated having a trusted
confidante or support group can serve as sounding boards for leaders to share their fears,
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frustrations, and burdens. For example, when describing a particular confidante,
Participant 2 shared,
I can be incredibly honest with him and say you know, I’m kind of freaking out
about this over here. He can say I don’t think that’s a really good idea. It’s given
me a chance to kind of test things behind the scenes where I normally would just
go out and say hey guys, here’s what we’re doing and this is why. I think I’m a
lot more vulnerable with him than I would ever be with the team.
Participant 3 stated,
I talk to him about everything. He knows everything I think and feel. He knows
when I wish I were walking out the door and when I’m ready to buckle down and
do the work. And I have a personal friendship as well.
Other respondents also shared that support channels can provide valuable
feedback for navigating challenges. For example, Participant 7 stated, “If there isn’t any
kind of feedback, either positive or negative, on how you’re doing in a time of crisis, I
don’t know how I would be able to properly navigate it.” Participant 5 stated,
A lot of times I use my other principal colleagues to bounce things off of,
especially when we’re together to say what would you do with this? What have
you done with this? Have you heard about that? We bounce ideas off and
challenge and look for solutions and resources. And you know, create a network
of support.
Respondents generally shared that support channels can provide ideas, validation, new
perspectives, solutions, resources, and opportunities for personal reflection and growth.
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Qualitative Data for Research Subquestion 6
The sixth research subquestion asked, “How do exemplary charter school
executive directors develop and maintain resilience.” The qualitative data pertaining to
this research question ensue. For this study, personal resilience is an individual’s
capacity to meet adversity and have positive results that then can apply to future
situations (Fergus & Zimmerman, 2005; Rutter, 2012; Seery & Quinton, 2016).
Responses were collected using the interview protocol, but several responses to
the questions from the personal resilience factor yielded similar themes to other resilience
factors. However, to highlight the specific research subquestion, the researcher did not
combine codes from other resilience subquestions coded to this factor. Seven themes
were determined for personal resilience and are identified in Table 8.
Draw upon past experience with challenges. The highest frequency count and
highest participant response was found in the theme of draw upon past experience with
challenges. The total frequency was 23.5% or 13 out of 55 theme counts. This theme
occurred with eight of the eight interview respondents and had no artifacts.
Respondents generally indicated past experience with adversity prepares a leader
for future challenges. Respondents also shared that reflecting on past challenges provides
opportunity for learning. Furthermore, respondents generally discussed that successful
resolutions to challenges begets confidence. Previous success informs future success.
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Table 8
Personal Resilience Themes
Personal resilience
theme

Interviews
referenced

Artifacts
coded

Interview
frequency

Artifact
frequency

Total
frequency
(+ artifact)

% of
frequency

Draw upon past
experience with
challenges

8

0

13

0

13

23.5%

Keep pushing to
fulfill your goals

5

2

6

2

8

14.5%

Reflect on your
purpose and
progress

5

1

7

1

8

14.5%

Establish and rely
on personal
support

5

0

8

0

8

14.5%

Prioritize self-care

5

0

6

0

6

11.0%

Have confidence
you will affect
change

3

1

5

1

6

11.0%

Expect and
prepare for
challenge

3

1

4

2

6

11.0%

8

5

49

6

55

100.0%

Totals

Note. Total frequency of themes within personal resilience factor = 55.

For example, Participant 3 stated,
In order to get success, you have to take a risk. So the key is getting people to
take the risk so they can achieve success. When you achieve success, it gives you
the strength to do it again because you can reflect and go okay, I was scared, but I
did it, I achieved.
Participant 6 shared, “The more experience you have with the ebbs and flows and the
valleys and the peaks, the more you know this too shall pass.” When discussing how
successful resolution to a problem provides confidence, Participant 5 explained,
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It does just that, right? Once I reflect on it, and I bring it up to the forefront of my
mind, it gives me more resolve to face the next crisis. I might even tap into some
of the same things that I did before, and enhance those by adding and tailoring
them to the unique crisis that I’m facing currently. But it is the thing that causes
you to really face a difficult situation with confidence, with resolve. Sometimes I
say, that’s it! I’ve seen the promised land. I know this can happen. And so you
just reflect back on that and allow it to give you the wind behind your sail.
Keep pushing to fulfill your goals. The second, third, and fourth themes had the
same frequency counts. The second theme, keep pushing to fulfill your goals, had a
frequency of eight out of 55 theme counts. It was referenced by five of the eight
respondents and was found in two artifacts. The artifacts were two pieces of literature.
In the first piece of literature, the writer described the persistence it takes for charter
schools to carry out their innovative missions. The second piece of literature addressed
charter schools staying true to their essential functions.
Interview responses generally included having grit or strength to take deliberate
steps to embrace challenge and press onward. For example, Participant 8 stated, “Grit is
a learned trait. It is essential. Sometimes you just have to stare down adversity and deal
with it.” Participant 3 further stated, “You just need common sense, and you need to be
able to trudge through a bunch of stuff.” Some respondents discussed that it is important
to have a growth mindset and a purpose-driven mindset in order to keep moving toward
achievement of goals. For example, Participant 5 stated, “I live in a state of continuous
improvement. And when you’re in a state of continuous improvement, you don’t allow
yourself to take any steps backward deliberately.” Participant 6 stated, “If you are
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pushing forward an agenda that is in alignment with the values and the goals of the
organization—the mission—then it’s easy to sleep at night.” Responses generally
included operating within one’s values to keep pushing through the challenges to
ultimately achieve success.
Reflect on your purpose and progress. This theme was referenced by five of
the eight respondents and was found in one artifact. The frequency was eight out of 55
theme counts. Respondents generally centered on two ideas. The first idea brought forth
by some respondents was that the key to resilience is engaging in authentic selfreflection. The second idea the respondents indicated was that reflection allows one to
find fulfillment in one’s purpose. According to Participant 1, “Honest self-reflection,
thinking about it more, hearing feedback, and then sincerely self-reflecting is what I think
is key to resilience.” Participant 6 also shared,
I will walk myself through the day and think about was there anything that I did
that I shouldn’t have done that I should have made better? It’s reflective. The
whole idea of being reflective is so important and giving yourself time to do that.
Respondents generally indicated that reflection reminds one of one’s purpose.
Some respondents indicated that reflection is a way to take inventory of progress. For
example, Participant 2 stated, “Personal resilience is a daily investment. It’s a daily
reminder of why am I here. It’s a daily reminder of am I finding joy in what I’m doing?
Do I feel like I’m making a difference?” Others shared that reflection can inspire and
rejuvenate one to carry on. For example, Participant 7 shared,
If you’re having a rough spot, it’s going and finding the kid that makes you
happy, that makes you laugh, and having a conversation with them to help remind
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you again why you do what you do. It’s the student that is overcoming a life that
is 100 times more difficult than yours and what’s getting thrown at that 16 year
old is something that they’re trying to figure out on their own and you’re helping
them do that.
Establish and rely on personal support. In this theme, respondents described
the various personal support systems on which they rely. This theme was referenced by
five of the eight respondents and was not found in any artifacts. The frequency was eight
out of 55 theme counts. Some respondents described relying on family as a sounding
board and creating a system for making it possible to achieve both professional and
personal goals. For example, Participant 8 shared, “My parents helped me tremendously
so I could work and have a family.” Other respondents described using mentors and
professional groups as coaches, sounding boards, and commiserating partners and to
provide other perspectives. Participant 6 stated,
I attend a group. It’s a CEO group and we’re all CEOs of nonprofits. Nobody
else is a school CEO, but our problems are so much the same. And there’s so few
people I can really talk to in this job when you’re in the top position.
Another respondent referred to faith as a tool for personal support. When describing the
importance of providing and receiving support, Participant 7 stated,
I think we need to share with our less experienced leaders that we’re all going
through it. This is a really difficult time for anybody to be in education—whether
you’re in a traditional public school or you’re in a charter school. And it’s
important to be able to commiserate to be able to understand that. But it’s also
led me to have the ability to bounce back.
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Prioritize self-care. This theme was referenced by five of the eight respondents
and was not found in any artifacts. The frequency was six out of 55 theme counts.
Responses generally centered on setting boundaries and taking breaks for rest and
rejuvenation. When describing self-care, Participant 4 explained,
It’s not an easy thing to learn because, as teachers, we’re caretakers, and we don’t
really take care of ourselves. It’s taken me a while to put myself first, but I know
if I’m not healthy, then I can’t be healthy for others. It’s important setting
boundaries from work like not checking emails all the time and finding an
outlet—something you can do outside of work that keeps you sane.
Participant 6 stated, “Sleep is really, really important.” Participant 5 shared, “Every day I
have to have a good one all the way down to the bottom of my toes. I go we’ve got to
find some way to find some laughter.” Ultimately, respondents generally emphasized
taking care of themselves helps them keep going.
Have confidence you will affect change. This theme was referenced by three of
the eight respondents and was found in one artifact. The frequency was six out of 55
theme counts. Respondents generally indicated they are able to move forward because
they know they are doing the right thing and achieving results. For example,
Participant 6 stated, “I don’t second guess my decisions.” Participant 3 stated, “I believe
I am doing the right thing. I think I’m doing the right thing in what we do in our school
because you see the results.” Respondents also generally asserted that they affect change
by growing as a leader. For example, Participant 8 stated, “I feel secure. When I’m
right, that’s good. If I’m wrong, I accept that. Next time I’ll do it another way. It’s that
sense of learning. If you keep the spirit of a learner, that’s a big help.” The artifact
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collected was a piece of literature that described the importance of the school community
believing it is making a difference for students.
Expect and prepare for challenges. The final theme, expect and prepare for
challenges, yielded six out of 55 theme counts. The theme was referenced by three of the
eight respondents and was found in one artifact. The artifact was a piece of literature that
asserted charter school leaders will weather adversity when they take on challenges,
create strong plans, and adapt.
Interview respondents shared that leaders continue to be faced with challenges.
Some respondents asserted that leaders should be open to challenges, draw on past
experience, and run scenarios to help plan for challenges. Respondents generally
indicated challenges serve as opportunities to solve problems and learn. For example,
Participant 1 shared,
You can be preemptive because you’ve had experience with whatever blew up
last time. You might be like, if I would have done A, B, and C differently, then I
wouldn’t have had that blow up. So then here you say, hey, this could be a
potential blow up so let me do that A, B, and C that I didn’t do last time, and I put
it into place. And that’s a constant thing.
Participant 7 stated,
If you go in with a fixed mindset, that you have everything under control, you
know everything that’s going to happen, then you’re going to be rocked. That’s
not a realistic scenario. It’s just really knowing that you’ve got to be open to
anything happening.
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Generally, respondents indicated that leaders need to maintain a perspective that they will
always experience some problems, and this perspective aids in maintaining resilience.
Combined Data for the Central Research Question
The central research question aimed to identify what strategies exemplary charter
school executive directors use to develop and maintain personal resiliency based on
Everly et al.’s (2015) five factors of personal resilience (active optimism, decisive action,
moral compass, relentless tenacity, and interpersonal support). After analyzing the data
from the six individual research subquestions, the data were combined. From a total of
300 coded themes, the researcher identified the seven top strategies that address the
central research question. The top seven strategies are shown in Table 9.
Table 9
Top Strategies Charter School Executive Directors Use to Develop and Maintain Personal
Resiliency
Theme

References

%

Build trusting relationships

69

23.00%

Expect and embrace challenge

53

17.67%

Rely on the alignment of mission, values, and purpose

44

14.67%

Have confidence that success will be achieved

42

14.00%

Prioritize self-care and personal support

38

12.67%

Be persistent in the pursuit of goals

28

9.33%

Engage in honest self-reflection

26

8.66%

300

100.00%

Total

Summary
The purpose of this exploratory phenomenological study was to identify and
describe the strategies used by exemplary charter school executive directors to develop
and maintain personal resiliency based on Everly et al.’s (2015) five factors of personal
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resilience (active optimism, decisive action, moral compass, relentless tenacity, and
interpersonal support). A central research question composed of six subquestions was
implemented to identify strategies for developing and maintaining personal resilience.
Coded data were obtained from eight respondents, which produced the strategies for each
subquestion. A summary of the strategies was compiled by research question in
Table 10. From a total of 300 coded themes, the researcher identified seven top strategies
by coding across subquestions to answer the central research question. The top most
commonly found strategies are displayed in Figure 4.
The themes with similar content produced the top strategies that charter school
executive directors used to develop and maintain personal resilience. The top seven
strategies were build trusting relationships; expect and embrace challenge; rely on the
alignment of the mission, values, and purpose; have confidence that success will be
achieved; create and foster avenues of personal support; be persistent in the pursuit of
goals; and engage in honest self-reflection.
Build trusting relationships presented as the highest frequency theme in the study.
Building relationships included fostering interpersonal connection with staff, mentors,
professional colleagues, family, and friends. Respondents indicated a focus on building
relationships would create a trusting, supportive, productive culture. The resilience
literature indicates family support contributes to stress resistance and coping skills
(Garmezy, 1991; Werner, 1989). Relationships with family are compensatory and could
ameliorate risk factors (Fergus & Zimmerman, 2005; Wang et al., 2015). Furthermore,
the supportive systems at the individual, familial, and community levels provide
protective factors against stress and adversity (Werner & Smith, 1982).
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Table 10
Summary of Strategies by Research Question
Research question

Interview findings

How do exemplary charter
school executive directors
develop and maintain
resilience through active
optimism?

•
•
•
•
•
•

Propel forward with a positive, confident attitude
Expect and reflect on challenges
Take care to rest and fuel your purpose
Build trusting relationships
Cultivate a shared vision and goals
Act on what you can change

How do exemplary charter
school executive directors
develop and maintain
resilience through decisive
action?

•
•
•
•
•

Own the responsibility
Create and execute a strategic plan
Be confident and positive about accomplishing success
Seek input and collaboration to inform your decisions
Let your mission drive your decisions

How do exemplary charter
school executive directors
develop and maintain
resilience through achieving a
moral compass?

•
•
•
•
•
•

Engage in self-reflection to know yourself
Use your values to carry out your mission
Guides you to the right path
Identify honorable and dishonorable behavior
Obtain commitment
Draw on values and purpose to keep going

How do exemplary charter
school executive directors
develop and maintain
resilience through relentless
tenacity?

• Be persistent
• Embrace challenge
• Believe and convey success will be achieved

How do exemplary charter
school executive directors
develop and maintain
resilience through
interpersonal support?

• Build relationships
• Foster open, honest communication
• Engage with a support channel or confidante

How do exemplary charter
school executive directors
develop and maintain personal
resilience?

•
•
•
•
•
•
•

Draw upon past experience with challenges
Keep pushing to fulfill your goals
Reflect on your purpose and progress
Establish and rely on personal support
Prioritize self-care
Have confidence you will affect change
Expect and prepare for challenge
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Table 10 (continued)
Research question
What strategies do exemplary
charter school executive
directors use to develop and
maintain personal resiliency
based on Everly et al.’s (2015)
5 factors of personal
resilience?

Interview findings
•
•
•
•
•
•
•

Build trusting relationships
Expect and embrace challenge
Rely on the alignment of the mission, values, and purpose
Have confidence that success will be achieved
Create and foster avenues of personal support
Be persistent in the pursuit of goals
Engage in honest self-reflection

Top Themed Strategies Referenced for Resilience
Build trusting relationships
Expect and embrace challenge
Rely on the alignment of the mission, values, and
purpose
Have confidence that success will be achieved
Create and foster avenues of personal support
Be persistent in pursuit of goals
Engage in honest self-reflection
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Figure 4. Bar chart of qualitative super themes from all research questions.

Everly et al.’s (2015) research asserted interpersonal support is the sole greatest predictor
of resilience. Resilient individuals draw upon relationships to cope and recover from
adversity (Reivich & Shatté, 2002). Research has shown that investing in relationships is
key to building resilience (Patterson et al., 2009).
Expect and embrace challenge was also a strong theme. Educational leaders are
facing growing and complex demands, particularly with the emergence of the COVID-19
pandemic (Mancini, 2020). The charter school industry faces additional ongoing
challenges related to politics and high-stakes accountability (Campbell, 2010). However,

144

the study data suggested that expecting, preparing for, and leaning into challenges help
arm individuals to overcome challenges. The data further suggested the expecting and
embracing challenge influenced other resilience factors such as active optimism, decisive
action, and relentless tenacity. The resilience literature supports embracing challenge
through the inoculation model of resilience. The inoculation model indicates some
exposure to risk provides the opportunity to prepare and practice dealing with adversity
and ultimately overcome it rather than give up in the face of adversity (Fleming &
Ledogar, 2008; Wang et al., 2015).
Aligning one’s mission with one’s personal values and purpose and relying on
them to move forward was another strong theme that emerged from the respondent data.
This supertheme contributed to active optimism, decisive action, moral compass, and
overall personal resilience. Respondents indicated that being mission- and purposedriven helped drive their decisions, provided affirmation (through reflection or feedback
from others) that they are making sound decisions, and fueled them to keep going. The
resilience literature discusses three dimensions of resilience as interpretation, capacity,
and action. Interpretation shapes an individual’s perspective, which helps the individual
understand and filter the adversity before choosing to respond. Capacity consists of one’s
values, energy, and purpose, which is used to inform one’s path forward. Action occurs
when there is alignment between one’s values and commitment (Patterson & Kelleher,
2005). Taking action influenced by a moral compass creates the belief that further
success can be achieved (Everly et al., 2015).
Having confidence that success will be achieved was an additional protective
factor that presented as a theme in the respondent data. It encompasses having a positive
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attitude and a growth mindset and believing, conveying, and reflecting upon an outcome
of positive change. Respondents indicated that conveying confidence in the mission also
conveys hope. Respondents also indicated that confidence is strengthened by having a
strategic plan but being open, reflective, and willing to admit mistakes and adjust the
plan. The resilience literature indicates resilient individuals draw on their core values,
energy, and resources to commit to survival and act with confidence that their actions
will make a difference (Patterson et al., 2009; Patterson & Kelleher, 2005). Holding an
internal locus of control promotes a sense of motivation and responsibility to achieve and
promotes confidence that individuals can prevail over challenges (Patterson et al., 2009).
Benefits of optimism include improved health, increased motivation, and job success
(Seligman, 2006).
The theme of create and foster avenues of personal support included practicing
self-care and cultivating relationships with people who provide support. Respondents
generally indicated that it is important to set boundaries, take breaks for rest and
rejuvenation, and make time for sleep and laughter. The respondents further indicated
that prioritizing self-care provides necessary fuel to continue on and carry out the
mission. Respondents also generally addressed the importance of having a trusted friend,
family member, or professional colleague to serve as a sounding board and provide
feedback, ideas, solutions, resources, new perspectives, and emotional support.
According to some respondents, a trusted confidante provides opportunities for reflection
and growth. Resilience literature specifies resilient people have strong interpersonal
connections (Everly et al., 2015; Reivich & Shatté, 2002). Werner and Smith (1982)
indicated interpersonal support provides protective factors against stress and adversity.
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Shared bonding, rituals, and beliefs not only protect against self-defeating threats to
communities and the individuals within them but also protects against mortality, heart
disease, and elevated stress (Everly et al., 2015).
For the theme of be persistent in pursuit of goals, respondents reported that they
are fueled by their just cause to fight for students and fight for change. Respondents also
discussed they practice self-care and get enough rest and rejuvenation to remain focused
on and committed to their goals. The resilience literature discusses Bandura’s concept of
self-efficacy (Scoloveno, 2018). Self-efficacy is people’s belief in their ability to exert
control over their lives (Bandura, 1977, 1997). The constructs of resilience and selfefficacy include perseverance through difficulty to achieve success (Scoloveno, 2018).
The resilience literature further discusses persistent individuals encounter challenges and
failures with interest and stamina (Duckworth et al., 2007). Applying strong will,
reliability, courage, preparation, and proactivity contribute to a person’s resilience
(Everly et al., 2015).
Engaging in honest self-reflection presented as the final combined theme and
strategy. Respondents generally described that engaging in self-reflection enables them
to maintain a growth mindset, accept that they will make mistakes, and make adjustments
in order to achieve success. Other respondents also shared that reflection helped them
realize and act on what is in their control and let the rest go without getting bogged down
with things they cannot change. Respondents also generally indicated that reflection
reminds them of their “why” or purpose and contributes to fulfillment and gratitude.
According to the respondents, reflection helps promote knowing one’s self and affirming
one’s leadership philosophy. The resilience literature generally aligns with the
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respondents’ comments. If an individual can reflect upon and learn from adversity, one
can move to a state of strengthened resilience (Patterson et al., 2009; Patterson &
Kelleher, 2005). Interpretation of adversity involves assessment of what caused the
adversity, what risks are associated with the adversity, and what might happen because
the adversity occurred. Interpretation of adversity dictates response and serves as a
strong predictor of an individual’s level of resilience (Patterson & Kelleher, 2005).
The combined data from the qualitative inquiry produced 30 major themes from
the 12 semistructured interview questions created from the study’s research questions.
The themes were condensed into the top seven strategies that address the central research
question for the study. Chapter V provides a closing overview of the study’s findings,
conclusions, implications for further action, and recommendations for further study.
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CHAPTER V: FINDINGS, CONCLUSIONS, AND RECOMMENDATIONS
One of the most stressful jobs in today’s world is that of the school leader.
School leaders, including charter school executive directors, are responsible for guiding
instruction, increasing performance, interacting with stakeholders, managing finances and
operations, supervising personnel, and carrying legal liability, among other things
(Beausaert et al., 2016). As more global crises emerge, such as school violence, social
injustice, climate-related disasters, and food instability, the responsibilities of the school
system and its leaders are increasingly complex, demanding, and stressful (Pont et al.,
2008). With the challenges presented by the COVID-19 pandemic, school leaders found
themselves scrambling to navigate unprecedented and highly stressful challenges (Starr,
2020). These persistent and growing pressures put educational leaders at risk for stress,
burnout, and attrition and in a position to benefit greatly from resilience research
(Campbell et al., 2008; Robinson & Shakeshaft, 2015).
In their book Stronger: Develop the Resilience You Need to Succeed, Everly et al.
(2015) presented five factors of personal resilience as active optimism, decisive action,
moral compass, relentless tenacity, and interpersonal support. The authors indicated that
it is these five factors that contribute to an inner strength known as personal resilience,
which some people use to successfully overcome adversity. The authors also indicated
multiple studies have shown that individuals can develop and learn resilience (Everly et
al., 2015). Moreover, resilience offers protective factors against challenges, reduces
incidence of stress even in demanding work conditions, and helps individuals maintain
balance and overcome adversity (Everly et al., 2015; Shatté et al., 2017).
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This exploratory phenomenological research study aimed to apply Everly et al.’s
(2015) resilience framework to charter school executive directors in Southern California
to identify and describe the strategies used by exemplary charter school executive
directors to develop and maintain personal resiliency. Qualitative data and artifacts were
collected and analyzed, which resulted in seven top strategies and 37 resilient themed
strategies. Chapter I introduced the literature related to resilience and educational
leadership to provide a background for the study. Chapter II addressed a more thorough
review of the literature related to the purpose of the study. The methodology and data
collection procedures were presented in Chapter III. The major themes and findings that
emerged from the qualitative data analysis were identified in Chapter IV. Chapter V
restates the purpose of the study, research questions, methods, population, and sample.
Also included is a summary of the conclusions from the study that were formed from the
findings. Chapter V ends with a description of the implications, recommendations for
further research, and final reflections on the study.
Purpose Statement
The purpose of this exploratory phenomenological study was to identify and
describe the strategies used by exemplary charter school executive directors to develop
and maintain personal resiliency based on Everly et al.’s (2015) five factors of personal
resilience (active optimism, decisive action, moral compass, relentless tenacity, and
interpersonal support).
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Research Questions
Central Research Question
What strategies do exemplary charter school executive directors use to develop
and maintain personal resiliency based on Everly et al.’s (2015) five factors of personal
resilience (active optimism, decisive action, moral compass, relentless tenacity,
interpersonal support)?
Subquestions
1. How do exemplary charter school executive directors develop and maintain resilience
through active optimism?
2. How do exemplary charter school executive directors develop and maintain resilience
through decisive action?
3. How do exemplary charter school executive directors develop and maintain resilience
through achieving a moral compass?
4. How do exemplary charter school executive directors develop and maintain resilience
through relentless tenacity?
5. How do exemplary charter school executive directors develop and maintain resilience
through interpersonal support?
6. How do exemplary charter school executive directors develop and maintain personal
resilience?
Research Methods
The method designated for this study was a qualitative phenomenological
approach. The researcher conducted eight semistructured interviews with purposefully
chosen exemplary charter school directors from San Diego, Riverside, and Orange
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counties in California to capture the lived experiences of exemplary charter school
executive directors. Interviews were conducted virtually using the video conference
platform Zoom. The interviews were recorded and transcribed using transcription
software. In addition, the researcher collected artifacts made and used by the study
participants to confirm accuracy of the interview data.
Population and Sample
The population for this study was charter school executive directors in California.
For this study, a charter school executive director is the highest position at a charter
school who is directly responsible for overseeing finances, operations, instruction,
personnel, and facilities; providing vision and leadership for the school; and serving as
the direct report to the governing board of the charter school. At the time of this study,
there were approximately 1,300 charter schools in California (CDE, n.d.-a) and
approximately 1,057 charter school executive directors in California. The population was
tapered to a target population of feasible size, which focused on the counties of San
Diego, Riverside, and Orange where there were approximately 161 charter school
executive directors.
To obtain a sample population, the researcher used purposeful sampling to select
eight exemplary charter school executive directors from the target population. For this
research, exemplary charter school executive directors were defined as those leaders who
are set apart from their peers, have evidence of personal resilience, have a minimum of 5
years of experience in the position, and exhibit at least two of the following
characteristics:
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• Evidence of leading a successful organization
• Articles, papers, or materials written, published, or presented at conferences
• Recognition by their peers
• Membership in professional associations in their field
The researcher identified expert entities that work closely with charter school executive
directors throughout the state and asked the expert entities for recommendations for
charter school executive directors that have met the exemplary criteria within the
specified geographic areas. The first eight participants who met the criteria and
confirmed were selected for the study.
Major Findings
In this section, the researcher presents a summary of the findings that emerged
from the data analysis presented in Chapter IV. The researcher presented the findings
across each research subquestion and addressed the findings in relation to the central
research question. Additionally, the researcher connected the findings to Everly et al.’s
(2015) five factors of personal resilience.
Finding 1: Exemplary Charter School Executive Directors Build Trusting
Relationships as a Building Block of Resilience
Charter school executive directors develop and maintain resilience through
interpersonal support by building trusting relationships. According to the respondents,
the relationships are formed with staff, students, parents, mentors, professional
colleagues, family, and friends. Respondents indicated that taking time to cultivate
relationships in their school community creates a trusting, supportive, and productive
culture. This finding aligns with the resilience literature, which states investing in
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relationships is key to building resilience (Patterson et al., 2009). Moreover, resilience
research asserts interpersonal support is the greatest predictor of resilience (Everly et al.,
2015). Resilient people are known to gain support from relationships, which helps them
cope and recover from challenges (Reivich & Shatté, 2002). The resilience literature
further states that relationships with family are compensatory and could ameliorate risk
factors (Fergus & Zimmerman, 2005; Wang et al., 2015). Relationships at any level
(individual, familial, and community) provide protective factors against stress and
adversity (Werner & Smith, 1982).
Finding 2: Exemplary Charter School Executive Directors Expect and Embrace
Challenge and Use It to Build and Model Resilience
Educational leaders are facing growing and complex demands, especially related
to the COVID-19 pandemic (Mancini, 2020). Respondents from this study generally
explained that the only thing certain about the job is that charter school executive
directors will continue to see more challenges. Charter school leaders encounter
challenges related to politics and high-stakes accountability (Campbell, 2010). However,
the study data suggested that expecting, preparing for, and leaning into challenges helps
arm individuals to become more resilient. Furthermore, expecting and embracing
challenge is a way to express active optimism. Embracing challenge embodies belief in
one’s capacity to affect change. Respondents added that while challenges are difficult,
they are opportunities to learn, grow, and make improvements oftentimes to issues that
are particularly meaningful. Respondents advised that making smaller goals within the
larger context and building in celebrations or breaks in which to look forward along the
way make it more manageable to face challenges. The data further suggested the
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expecting and embracing challenge influenced other resilience factors such as decisive
action and relentless tenacity. The resilience literature supports embracing challenge
through the inoculation model of resilience. The inoculation model indicates some
exposure to risk provides the opportunity to prepare and practice dealing with adversity
and ultimately overcome it rather than give up in the face of adversity (Fleming &
Ledogar, 2008; Wang et al., 2015).
Finding 3: Exemplary Charter School Executive Directors Build and Maintain
Resilience by Leading in Alignment With Their Mission, Values, and Purpose
Relying on the alignment of one’s mission, values, and purpose to move forward
was a strong theme that emerged from the respondent data. Respondents indicated that
being mission- and purpose-driven helped drive their decisions, provided affirmation
(through reflection or feedback from others) that they are making sound decisions, and
fueled them to keep going. Respondents reiterated that they are motivated by their “why”
or their purpose, and they draw on their values to assess and make decisions.
Respondents described a feeling of inspired determination in which they are driven by the
mission to act and achieve positive outcomes. The alignment of one’s mission, values,
and purpose guides behavior and is addressed in active optimism, decisive action, moral
compass, and overall personal resilience. In the resilience literature, Patterson and
Kelleher (2005) presented a model of three dimensions of resilience. The three
dimensions are interpretation, capacity, and action. Interpretation shapes an individual’s
perspective, which helps the individual understand and filter the adversity before
choosing to respond. Capacity consists of one’s values, energy, and purpose, which is
used to inform one’s path forward. Action occurs when there is alignment between one’s
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values and commitment (Patterson & Kelleher, 2005). Taking action influenced by a
moral compass creates the belief that further success can be achieved (Everly et al.,
2015).
Finding 4: Exemplary Charter School Executive Directors Build Resilience and
Confidence That Success Will Be Achieved by Aligning Decisions With Strategic
Planning
Charter school executive directors develop and maintain resilience through
decisive action by having confidence that success will be achieved. According to the
respondents, charter school executive directors develop and maintain confidence with
strategic planning. Some respondents generally explained building a strategic plan boosts
confidence because the leaders will have gotten input to ensure the plan aligns with the
vision and values of the organization. Thus, the leader will be at peace with the plan.
Furthermore, the leader will have designated resources, created steps for action, and
made contingencies. The strategic planning process builds in assurance that if the plan
does not work, the organization will try something else and keep going. Respondents
also described gaining confidence from working through other challenges, which
provides hope and assurance that the leader will forge a positive outcome for the current
challenge.
The data for this finding were validated by the resilience literature. For example,
resilient individuals draw upon their core values, energy, and resources to act with the
confidence that their actions will make a difference (Patterson & Kelleher, 2005).
Furthermore, when individuals hold an internal locus of control, they promote the
confidence needed to take risks even though they may face challenges or fail and prevail
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over challenges (Patterson et al., 2009). Internal locus of control also promotes a sense of
motivation and responsibility to achieve.
Finding 5: Exemplary Charter School Executive Directors Practice Self-Care and
Foster Avenues of Personal Support as Protective Factors Against Stress and
Adversity
Charter school executive directors develop and maintain personal resilience by
creating and fostering avenues of personal support. According to the data, personal
support included practicing self-care and connecting with others who can provide
support. Respondents generally indicated that self-care helps leaders find the rest and
rejuvenation needed to carry out their missions. Respondents indicated self-care
practices included sleeping well, being active, addressing medical needs, setting
boundaries, finding personal outlets or hobbies, and engaging in laughter. According to
the respondents, prioritizing self-care provides the necessary fuel to focus on the goals
and carry out the mission. The data on personal support also included engaging with a
trusted friend, family member, or professional colleague who could listen, provide
feedback, and act as a confidante, sounding board, commiserating partner, and mentor.
Some respondents also indicated that they gain new perspectives, emotional support, and
opportunities for reflection and growth by engaging with a confidante. The resilience
literature specifies resilient people have strong interpersonal connections (Everly et al.,
2015; Reivich & Shatté, 2002). Werner and Smith (1982) indicated interpersonal support
provides protective factors against stress and adversity. Shared bonding, rituals, and
beliefs not only protect against self-defeating threats to communities and the individuals
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within them but also protects against mortality, heart disease, and elevated stress (Everly
et al., 2015).
Finding 6: Exemplary Charter School Executive Directors Relentlessly Pursue
Goals and Persevere in the Face of Challenge
Charter school executive directors develop and maintain resilience through
relentless tenacity by being persistent in pursuit of goals. Respondents discussed
maintaining relentless focus on achieving their mission and carrying out their purpose.
Respondents also reported being fueled by their worthy cause to fight for students and
fight for change. Charter school executive directors discussed applying steady
persistence and grit by drawing from the energy they generate from practicing self-care,
maintaining supportive relationships, and strategic planning. The data indicated that
reflecting on one’s values and purpose creates commitment and drive. Respondents
described belief in the cause, and the goal prompts leaders to face challenges that threaten
the achievement of the goal and affect change. The resilience literature connects
relentless tenacity and Bandura’s concept of self-efficacy (Scoloveno, 2018). Both the
constructs of resilience and self-efficacy include people believing they will enact change
in their lives and persevere through difficulty to achieve success (Bandura, 1977, 1997;
Scoloveno, 2018). The resilience literature further asserted that individuals who
demonstrate “grit” are those who face challenges with enthusiasm and resolve
(Duckworth et al., 2007). The data and the literature indicate that applying strong will,
reliability, courage, preparation, and proactivity contribute to an individual’s resilience
(Everly et al., 2015).
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Finding 7: Exemplary Charter School Executive Directors Are Open to Reflect,
Learn, Adjust, and Grow Through Regular Self-Reflection
Charter school executive directors develop and maintain resilience by engaging in
honest self-reflection. Respondents generally summarized reflection as part of
developing a growth mindset. Part of a growth mindset is accepting failure and making
adjustments to achieve success. Respondents spoke about reflecting on past experiences
providing insight for future challenges. Being open and willing to learn from the past
prepares leaders for future success. Respondents discussed reflection as a gauge for
assessing what is in a leader’s control and when to act. Looking at data and embracing
reality contributes to making plans of action. Knowing oneself is a powerful component
of reflection. According to some respondents, self-reflection reminds them of their
“why” and contributes to feelings of fulfillment and gratitude. Self-reflection also helps
leaders understand their strengths, limitations, and beliefs. Respondents generally
asserted that it is important for leaders to spend time alone to think so they can take
inventory in their progress and growth.
The data for this finding were validated by the resilience literature. If an
individual can reflect upon and learn from adversity, one can move to a state of
strengthened resilience (Patterson et al., 2009; Patterson & Kelleher, 2005).
Interpretation of adversity involves assessment of what caused the adversity, what risks
are associated with the adversity, and what might happen because the adversity occurred.
Interpretation of adversity dictates response and serves as a strong predictor of an
individual’s level of resilience (Patterson & Kelleher, 2005).
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Unexpected Finding
There was one unexpected finding from this research study. Based on the
literature that indicates charter schools are autonomous and encourage innovation (Jason,
2017) and the researcher’s knowledge in the field, she expected all or most research
participants would have referenced benefits of leading in an autonomous and innovative
environment. It was surprising that just one of eight participants referenced this
perspective. One exemplary charter school executive director expressed that by leading
in a charter school setting rather than a traditional district, charter school executive
directors have fewer barriers and more opportunity and autonomy to enact change. The
respondent further explained the smaller size and fewer bureaucratic systems in charter
schools allow for swift action targeted to stakeholders’ needs. The respondent described
that enacting change in a charter school setting creates a level of optimism, hope, and
confidence that the charter school’s work is making an impact. This respondent
perceived the charter school environment to be empowering, with ample opportunity to
enact change and impact lives. The researcher expected references to be more prevalent
that charter school settings facilitate more opportunity and autonomy to enact change
than traditional district settings.
Conclusions
The research data were synthesized and surfaced seven major findings. The
findings were then applied to draw conclusions about what strategies exemplary charter
school executive directors use to develop and maintain personal resiliency based on
Everly et al.’s (2015) five factors of personal resilience (active optimism, decisive action,
moral compass, relentless tenacity, and interpersonal support). Seven conclusions
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emerge based on the literature review in Chapter II and the research findings in
Chapter IV.
Conclusion 1: Charter School Executive Directors Who Build Trusting
Relationships Successfully Foster Support for Others and Themselves
Based on the study findings and literature, the researcher concludes that charter
school executive directors who build trusting relationships successfully foster support for
others and themselves. According to the data in this study, cohesive relationships are the
foundation of a trusting, supportive, productive culture. Individuals engaged in trusting
relationships share fears, frustrations, and burdens, and gain feedback, ideas, solutions,
resources, new perspectives, and emotional support. Trusting relationships are formed
from active listening, transparent communication, common values, and admitting
mistakes. Trusting relationships inside and outside the organization provide coping
mechanisms and strength and foster support for the leader and among teams.
Interpersonal support permeates into active optimism, decisive action, moral compass,
relentless tenacity, and overall personal resilience. It is the single greatest predictor of
resilience (Everly et al., 2015).
Resilience research asserts that interpersonal support is acquiring strength from a
social community (Everly et al., 2015). Furthermore, interpersonal support provides
protective factors against stress and adversity (Werner & Smith, 1982). Promotive
factors are assets and resources, such as interpersonal relationships, that promote positive
psychological outcomes despite exposure to adversity (Fergus & Zimmerman, 2005;
Wang et al., 2015). According to the compensatory model of resilience, greater
application of promotive factors can compensate for the burden experienced from one or
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more risk factors (Masten, 2001). According to the protective model of resilience,
promotive factors mitigate negative effects of adversity (Wang et al., 2015). The
resilience literature asserts that fostering relationships builds resilience (Patterson et al.,
2009). It is therefore essential for charter school executive directors to draw on
relationships to cope and recover from adversity.
Conclusion 2: Charter School Executive Directors Must Expect and Embrace
Challenge in Order to Be Prepared to Face and Resolve Challenges
Based on the findings that are supported by the literature, the researcher
concludes that charter school executive directors need to expect and embrace challenge in
order to be prepared to face and resolve challenges. Findings indicated expecting and
embracing challenge is a way to express active optimism. Optimism is the expectation of
favorable outcomes in the future (Carver et al., 2010). In addition, optimism challenges
negativity (Seligman, 2006). Charter school executive directors will benefit from looking
back at past experiences with adversity. Reflecting on how the challenge was addressed
aids in preparation for challenge. In addition, looking ahead to assess optimal outcomes,
or strategically plan, also facilitates preparation for challenge.
The exercises of looking back and looking forward to prepare for challenge
strengthen an individual’s capacity to weather adversity in the future. Patterson and
Kelleher’s (2005) three dimensions of resilience are interpreting the current reality and
future possibilities presented by the hardship, assessing the capacity to address the
challenge, and the actions required to emerge resilient.
The interpretation dimension validates this conclusion. The interpretation of the
adversity involves assessment of what caused the adversity, what risks are associated
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with the adversity, and what might happen because the adversity occurred. The
interpretation dimension shapes an individual’s perspective, dictates the response, and
serves as a strong predictor of an individual’s level of resilience when the adversity
concludes (Patterson & Kelleher, 2005).
The resilience literature discusses the inoculation model of resilience. The
inoculation model proposes that some exposure to risk helps individuals cope with and
overcome successive exposures to risk (Wang et al., 2015; Zimmerman & Arunkumar,
1994). Moderate or sustained risk exposure may result in achieving a positive outcome
(Wang et al., 2015; Zimmerman & Arunkumar, 1994). Embracing challenge may afford
an individual the opportunity to develop skills to overcome the challenge rather than give
up in the face of adversity (Fleming & Ledogar, 2008). The data from the charter school
executive directors suggest that a person’s resolve is strengthened when leaning into
challenges. Therefore, it is imperative that charter school executive directors prepare for
adversity by expecting and embracing challenge.
Conclusion 3: Charter School Executive Directors Who Lead in Alignment With
Their Mission, Values, and Purpose Make Influential, Fulfilling, Honorable
Decisions
Based on the findings in this study as supported by the literature, the researcher
concludes that charter school executive directors who rely on the alignment of their
mission, values, and purpose make influential, fulfilling, honorable decisions. This
conclusion is supported by research, which confirms charter school executive directors
make decisions that impact all aspects of the organization. They are responsible for
casting the vision and leading the charge in carrying out the mission (Campbell et al.,

163

2008). It is vital that charter school executive directors know their purpose and engage
with the school community to clearly articulate the mission and core values of the
organization. Findings suggested that creating a collaborative strategic plan increases the
likelihood of enacting positive change, and staying true to the mission is a key
component of using decisive action to develop and maintain resilience. It is clear that
leaders will know they are making the right decision if it is based on the mission and
values of the organization.
The literature suggests one’s mission, values, and purpose—when comprising
honor, integrity, responsibility, and fidelity—include the moral compass and guide
leadership behavior (Everly et al., 2015; Larsen & Derrington, 2012; Patterson et al.,
2009). Relying on one’s mission, values, and purpose promotes intrinsic assets such as
motivation and fulfillment. Assets are the intrinsic positive promotive factors found
within an individual (Fergus & Zimmerman, 2005; Wang et al., 2015). Promotive factors
mitigate negative effects of adversity (Wang et al., 2015). In Patterson and Kelleher’s
(2005) three dimensions of resilience, the capacity and action dimensions align with this
conclusion. Capacity consists of one’s values, energy, and purpose, which is used to
inform one’s path forward. Action occurs when there is alignment between one’s values
and commitment (Patterson & Kelleher, 2005). Taking action influenced by a moral
compass creates the belief that further success can be achieved (Everly et al., 2015).
When making decisions based on the mission, values, and purpose, the decisions are
evidently influential, fulfilling, and honorable.
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Conclusion 4: Charter School Executive Directors Who Have Confidence That
Success Will Be Achieved Accelerate Positive Change
Based on the finding that charter school executive directors have confidence that
success will be achieved, the researcher concludes that charter school executive directors
who have confidence that success will be achieved accelerate positive change. The
findings demonstrated that leaders believe they are up for the challenge and believe they
will achieve positive results. Confidence stems from well-informed plans that align with
the organizational mission and values, which results in buy-in from stakeholders. Wellresourced plans assure people they are safe and in good hands and reminds them the
plans are set up for success, so they buy in and carry it out, which results in achievement.
Charter school executive directors will affect change by growing as leaders.
This conclusion is supported by the literature. Bandura (1977, 1997) proposed
that self-efficacy is people’s belief in their ability to exert control over their lives. The
best way to promote self-efficacy is through achievement (Bandura, 1997). Success
begets success (Bandura, 1997; Everly et al., 2015). According to Everly et al. (2015),
optimistic people are more committed to success. Active optimists view optimism as a
mandate to create positive outcomes. They not only believe they can enact positive
change, but they also act with the expectation that the positive outcome will happen. If
one believes success will be achieved, one will approach the task with one’s best effort,
gusto, and resolve (Everly et al., 2005), achieving a state of strengthened resilience
(Patterson et al., 2009; Patterson & Kelleher, 2005). In Patterson et al.’s (2009)
resilience cycle, four phases of change are presented: deteriorating, adapting, recovering,
and growing. Deteriorating is the individual’s initial emotional reactions to adversity.
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Adapting is when the individual reduces negative emotions and commits to survival.
Moving from the adapting phase to the recovering phase returns the individual to normal
functioning. However, if an individual can reflect upon and learn from adversity, one can
move from recovery phase to growth phase. The growing phase is a state of thriving and
flourishing that surpasses normal functioning (Patterson et al., 2009; Patterson &
Kelleher, 2005). It is clear that confidence leads to achievement, and achievement leads
to positive change.
Conclusion 5: Charter School Executive Directors Who Practice Self-Care and
Foster Avenues of Personal Support Are Fueled to Carry Out Their Mission
Based on the findings that are supported by the literature, the researcher
concludes that charter school executive directors who create and foster avenues of
personal support are fueled and inspired to carry out their mission. It is critical that
charter school executive directors practice self-care strategies such as setting boundaries
between work and home life, decompressing, getting adequate rest, engaging in activities
that bring joy, and getting support from trusted confidantes. It is clear that practicing
self-care and engaging with people for personal support rejuvenates, fuels, and inspires
charter school executive directors to achieve.
This conclusion is supported by the literature. Stress and burnout have become
widespread problems (Maslach, 2017) and are prolific in educational leadership
(Robinson & Shakeshaft, 2015). Charter school executive directors are particularly
vulnerable to stress, burnout, and attrition (Campbell et al., 2008; Kafele, 2018).
Individuals who experience burnout feel overwhelmed, lack motivation, and have
difficulty coping (Maslach, 2017). Maslach (2017) suggested that prevention is key to
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solving burnout. Everly et al. (2015) suggested self-care strategies, such as healthy sleep
patterns and controlled breathing exercises or distraction techniques to control negative
thoughts and stress, promote resilience. Furthermore, the researcher asserted that the
encouragement and support of others develop resilience through active optimism and
interpersonal connectedness. Interpersonal connectedness protects against mortality,
heart disease, and elevated stress and even garners reciprocal support from others to act
on behalf of the greater good, such as a shared mission (Everly et al., 2015). The
resilience literature asserts that resilience offers protective factors against challenges,
reduces incidence of stress even in demanding work conditions, and helps individuals
maintain balance and overcome adversity (Everly et al., 2015; Shatté et al., 2017).
Therefore, it is imperative that charter school executive directors apply self-care and
interpersonal support strategies to promote capacity for action, motivation, and
confidence.
Conclusion 6: Charter School Executive Directors Who Relentlessly Pursue Goals
and Persevere Will Create a High-Achieving Culture
Based on the findings that a leader’s tenacity leads them on pursuit of goals, the
researcher concludes that charter school executive directors must acknowledge there will
always be challenges. Furthermore, leaders must resist getting bogged down by obstacles
and negativity and perceive setbacks as preparation for the success that will follow. If
leaders stay committed to a mission-driven strategic plan and maintain the perspective
that challenges are opportunities to learn, adjust, and grow, they will ultimately achieve
success and bring others with them.
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The literature supports relentless pursuit of goals leading to achieving success.
Everly et al. (2015) indicated that relentless tenacity is characterized by an individual’s
strong will, reliability, courage, preparation, and proactivity. Duckworth et al. (2007)
asserted individuals must embrace both challenges and failure to show grit. Mastering
challenges, overcoming frustration, and experiencing achievement are key components of
building empowerment and resilience (Bandura, 1997; Seligman, 2007). Charter school
executive directors lead the charge in setting purposeful course of action and goal
achievement for the whole organization. Evidence suggests resilient school leaders can
bring others along. Students demonstrate achievement gains with sustained leadership
(Simpson, 2013; Waters & Marzano, 2006). Optimism is contagious (Everly et al.,
2015). Interpersonal support promotes self-efficacy and optimum performance (Patterson
et al., 2009). In addition, resilient communities are adaptable and promote growth and
support (Everly et al., 2015). It can be further concluded that charter school executive
directors who are persistent in the pursuit of goals will create a high-achieving culture.
Conclusion 7: Charter School Executive Directors Who Engage in Regular SelfReflection Maintain a Growth Mindset That Equips Them to Repeatedly Overcome
Challenges
Based on the findings and the literature review, the researcher concludes that
engaging in honest self-reflection is a strategy to maintain personal resiliency, and it can
be further concluded that charter school executive directors must maintain a growth
mindset to repeatedly overcome challenges. Charter school executive directors learn
about themselves when they self-reflect. Findings indicate that when leaders engage in
self-reflection, they have the potential to identify their strengths, understand their
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limitations, promote gratitude, and affirm their values and purpose. Being confident in
one’s values makes it easier to take just and noble action and find fulfillment in doing
what is right.
The resilience literature affirms that reflecting on experience with adversity
strengthens one’s resilience (Patterson et al., 2009; Patterson & Kelleher, 2005).
Furthermore, the literature indicates protection from risk comes from adapting from
experience with adversity. Individual protective factors include internal locus of control,
self-esteem, self-efficacy, flexibility, and perspective from reflecting on experience
(Olsson et al., 2003). The stories that the exemplary charter school executive directors
told explained how reflecting on past challenges provides opportunities for constant
learning and growth. In order to successfully achieve, one must leave one’s comfort zone
and take a risk. Through reflection on the successful resolution to the challenge, one
gains confidence, resolve, motivation, agency, and additional tools for facing adversity.
Once success has been achieved, it easier to do it again. Therefore, charter school
executive directors must maintain a growth mindset to repeatedly overcome challenges.
Implications for Action
Data collected in this study were intended to inform charter school executive
directors of strategies that could be implemented to promote personal resilience using
Everly et al.’s (2015) five factors of personal resilience. In reviewing the findings,
several conclusions were made. Each conclusion proposes suggestions for developing
and maintaining resilience in charter school executive directors. However, research has
indicated resilience is a crucial characteristic of high-performing leaders (Duchek, 2020;
Kim et al., 2019; Maulding et al., 2012; Shatté et al., 2017). Furthermore, resilience
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offers individuals a variety of protective factors against adversity (Shatté et al., 2017).
Therefore, several implications were identified based on the conclusions in this study.
The following sections present implications that must be applied across the educational
leadership landscape.
Implication 1
Charter school executive directors must intentionally cultivate relationships so
they may be trained to develop growth mindsets and work together to achieve successful
outcomes during times of adversity. It is recommended that the two premier California
charter school membership organizations, Charter Schools Development Center (CSDC)
and the California Charter Schools Association (CCSA) must establish a virtual
discussion board with their member schools for charter school executive directors to
connect; describe challenges they are currently facing; and invite others to provide
feedback, best practices, and resources. The virtual discussion board will be housed on
the member portal. At least one designated moderator who has previous work experience
in charter school leadership will organize discussions by theme. The moderators will use
discussion topics to shape conference session workshops, professional development, and
resources. Some charter school executive directors work in isolation or lack time away
from campus to participate in network meetings. The opportunity to post a question on a
digital board will be a convenient way to access a larger sized group of professionals
going through similar experiences. Furthermore, when leaders are vulnerable with each
other, it normalizes struggle, which supports growth mindset and self-efficacy. A
moderated virtual discussion board through the charter support organizations, CSDC and
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CCSA, will cultivate relationships, foster a network of support, and form professional
development.
Implication 2
It is recommended that CSDC and CCSA establish a mentoring program to build
capacity, support, and resilience in charter school executive directors. The mentoring
programs for charter school executive directors in California will be included in CSDC
and CCSA memberships. CSDC and CCSA administrative staff will match member
charter school executive directors with 5 or more years of experience with charter school
executive directors with less than 5 years of experience. CSDC and CCSA administrative
staff will make the initial matches and facilitate the initial connection between the new
executive director and the veteran executive director. Each mentor executive director
will reach out to their mentee executive director no less than once per month. To inform
future training, mentors will report back to CSDC and CCSA administrative staff on a
monthly basis with general topics discussed with mentees. Building in support to the
professional organization membership will build capacity in the leaders, may retain them
in their positions, and contribute to their resilience.
Implication 3
Curriculum and systems that support the defining of one’s personal core values,
purpose, and leadership philosophy must be included as a requirement in preliminary
administrative credential programs, administrative credential induction programs,
leadership degree programs, and leadership institutes such as the comprehensive
administrator programs offered by universities, ACSA, or CSDC. Charter school
executive directors and other educational leaders need opportunities to clearly articulate
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their values and leadership philosophies. Teachers of administrative preparation
coursework must facilitate coursework activities in which candidates write and discuss
their values, purpose, and leadership philosophy. Furthermore, it is essential to address
in leadership preparation programs how to engage with stakeholders to go through the
process of articulating the shared vision and values of an organization. Stakeholder
engagement matters is key to decisive action. Collaboratively and thoughtfully
discussing, memorializing, and reviewing these values strengthens moral compass,
decision making, and personal and community resilience.
Implication 4
Charter school executive directors must develop a growth mindset through
powerful self-reflection techniques. It is recommended that CSDC and CCSA leadership
and leaders within county offices of education train charter school leaders to use selfreflection to ensure personal and professional growth. Content will include time
management and assessment of strengths, weaknesses, beliefs, behavior patterns, and
areas of desired change. Furthermore, deans in schools of education will make growth
mindset development plans part of the required coursework for administrative credential
programs and induction programs. Executive directors who engage in self-reflection
techniques will develop a growth mindset that equips them to overcome challenges.
Reflective practices include reviewing past action, problem solving, and resolution
strategies, which accomplishes several tasks. Reflection on successful resolution to
challenges promotes confidence, agency, and tools for facing future adversity. Reflection
normalizes challenge, empowers others to solve problems, and presents problems as
learning opportunities (Dweck, 2006).
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Implication 5
It is recommended that executive leadership at CSDC and California School
Boards Association must prepare training and seminar content for charter school board
members on effective resilience strategies. Charter school board members will use
resilience strategies training content to inform interview questions and the executive
director evaluation process. Furthermore, board members will assess alignment of values
between the organization and the candidate to retain effective, resilient leaders. When
board members increase their understanding of resilience strategies, they will be better
equipped to hire and support individuals in the school CEO position. Confident, resilient
leaders who are mission driven and collaborate with stakeholders take decisive action and
enact positive change.
Implication 6
The two thematic researchers who studied exemplary leaders and their use of
strategies to develop and maintain resilience will form a consulting company to develop
training and professional development. The peer researchers must develop and present
material to today’s leaders to support their development of resilience. Together, the peer
researchers will collaborate to create and publish scholarly articles for submission to the
Association of California School Administrators (ACSA) and the National Alliance for
Public Charter Schools. Additionally, the peer researchers will collaborate to create and
present conference material. Educational leaders working through times of crises will
benefit from gaining protective factors and resilience strategies to help them weather
these challenges.
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Recommendations for Further Research
This exploratory phenomenological research study was limited to eight exemplary
charter school executive directors in San Diego, Orange, and Riverside counties. Based
on the findings from the study, recommendations for future research are discussed in the
following sections.
Recommendation 1
It is recommended that this exploratory phenomenological research study be
replicated with traditional district superintendents to broaden the understanding of leaders
and the development of resilience.
Recommendation 2
It is recommended that a quantitative study surveying a large population of
charter school executive directors be conducted utilizing the factors from the
subquestions from this study. The data will provide a prioritized list of strategies that
charter school executive directors can use to develop and maintain resilience.
Recommendation 3
It is recommended that a longitudinal case study be conducted to discover
relationships between charter school executive directors and their responses to adversity
using the theoretical framework of this study. Data that will be generalized will identify
key drivers of what made candidates resilient.
Recommendation 4
It is recommended that a qualitative study be conducted with a population of
educational leaders to explore specific strategies to develop and maintain interpersonal
support. According to Everly et al. (2015), interpersonal support is the sole greatest
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predictor of resilience, and building relationships and personal support were strong
themes in this study. Data from a qualitative study on developing and maintaining
interpersonal support will be able to inform fostering interpersonal support in various
populations.
Recommendation 5
It is recommended that a phenomenological study be conducted with charter
school executive directors who have resigned from their positions in charter school
leadership in the last 5 years. Data could be collected as to factors that contributed to the
population leaving their positions. Such a study might inform the field regarding factors
to increase longevity.
Concluding Remarks and Reflections
For years, school systems have been increasingly challenged to serve a greater
range of student needs under mounting pressure to meet demands for improvement
(Bauer & Balzano, 2016). Because of a global pandemic, educational leaders faced
unique, extraordinary challenges, such as political polarization and protesting over masks
and vaccine mandates, in addition to what was already a demanding job. Meanwhile, in
parallel, the charter school movement in California has been burgeoning yet controversial
for the past 30 years. As school CEOs, charter school executive directors have some
additional pressures that can set them apart from their district superintendent counterparts
such as the looming threat of school closure for failure to implement accountability and
compliance measures (Campbell, 2010) or tenuous authorization through performancebased renewal criteria (O’Donnell, 2019). These unrelenting pressures and fallout from
repeated calamity have been battering our school leaders. Now is the time to take action
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before a mass exodus occurs. There is an imperative, urgent need to rehabilitate and
strengthen charter school executive directors with resilience strategies to sustain their
longevity and effectiveness.
Ultimately, what drains the energy of charter school executive directors is the
continual threat of being under attack in a parallel system in which others within the
school system use political power to obstruct and destroy the charter schools’ ability to
serve students. The charter school executive director role is particularly fragile, as these
educational leaders are at risk for stress, burnout, and attrition (Campbell et al., 2008).
Resilience is an essential characteristic for navigating the complex challenges charter
school executive directors face, such as chronic political issues and the unprecedented
COVID-19 crisis.
Challenges for charter school executive directors have continued to mount from
adversity related to the COVID-19 pandemic. Seasoned charter school executive
directors were increasingly challenged, as they navigated through new issues such as
distance learning, contact tracing, mental health contagion, staffing shortages, masking,
testing, and vaccine mandates and political polarization and protesting. The collection of
research data from the charter school executive directors was timely, as all study
participants referenced challenges related to the pandemic.
The data collected were supported by the literature review and connected to the
study conclusions. Each of the five factors from Everly et al.’s (2015) framework were
represented in the conclusions and contributed to enacting positive change. The
strategies that emerged from this study will add to the body of resilience literature and
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contribute to preparing charter school executive directors to be supported, equipped, and
resilient leaders.
The focus on resilience and charter schools comes from my career path. I have
spent my entire 20-year career in education serving students in charter schools. While
some students may do well with traditional brick and mortar district options, other
students struggle and need more flexibility with their educational plans and choices.
Many students choose charter schools because they are at-risk, medically fragile, facing
mental health challenges, transitioning genders, raising their own children, pursuing
employment, or participating in special interests. It has been my mission to improve
student learning, increase choice and opportunity, and encourage innovation so that every
child has the opportunity to learn and thrive in the environment that best suits their needs,
interests, and learning styles. This type of alternative education requires special
commitment, understanding of niche rules, and is often met with opposition. It seems
like there is always political controversy brewing and something to prove—it’s the nature
of the charter industry. Therefore, it is critical to have leaders who are equipped to meet
these challenges and achieve positive results for this noble cause.
As a charter school leader, it was difficult to complete this dissertation process
during the COVID-19 pandemic. Not only was I facing COVID-related challenges in my
own workplace, but I also had to secure other charter school leaders, who were facing
similar tumult in their schools, to participate in this study. The time they shared with me
was truly a gift. It was an honor to hear their perspectives and experiences. The
literature review asserts resilience is a critical characteristic for leaders. Although
grounded in research and factual, this evidence could just be words accumulated on a
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page. The interviews brought the evidence to life. The interviews were meaningful and
emotional. There were tears shed. The gravity of the experiences shared was moving.
Now that I have completed this study, I have changed personally and
professionally. The journey and challenge of conducting a scientific research study and
writing a dissertation required resilience. Particularly, it required me to lean into
challenge and on my support system to be honest with myself and relentlessly persevere
to reach my goal of completion. Professionally, this research has empowered me to have
confidence, not fear, that success will be achieved when approaching parents about
changing circumstances. I have found the five factors of personal resilience and the
findings in this study to be applicable in any challenging situation. The literature review
and the findings in this study have helped me and will be helpful to other educational
leaders looking for hope, strategies, and support to stay in this field. Further studies
should be conducted to address resilience in other populations and to identify other
avenues for educational leadership support. The education field, in particular the charter
school industry, is dependent on quality leaders. Adversity will continue to present itself.
However, the more strategies we as professionals can identify to support and equip
today’s leaders, the more they will be sustained to enact change—for the better.
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APPENDIX B
Charter School Expert Entity Nomination Email
Dear ____________________,
I am an active doctoral student at UMASS GLOBAL, formerly Brandman University. I
would greatly appreciate your assistance. I am part of a thematic dissertation group of 2
peer researchers guided by two faculty members that is studying exemplary leaders who
demonstrate resilience. The purpose of my phenomenological research study is to identify
and describe the strategies used by exemplary charter school executive directors to
develop and maintain personal resiliency based on Everly, Strouse, and McCormack’s
Five Factors of Personal Resilience (active optimism, decisive action, moral compass,
relentless tenacity, interpersonal support) (Everly et al., 2015). Participants may
experience minimal risk during the in-person interview and all personal and professional
information including school site and district will be kept confidential.
To complete the study, I need your help to identify potential charter school executive
directors to participate in one one-hour interview and provide artifacts of their exemplary
leadership. To be eligible for participation, candidates must be set apart from their peers,
have evidence of personal resilience, a minimum of five years of experience in the
position and that exhibit at least two of the following characteristics:
1.
2.
3.
4.

Evidence of leading a successful organization
Articles, papers, or materials written, published, or presented at conferences
Recognition by their peers
Membership in professional associations in their field

If you could respond with 10 charter school executive director names, emails, and phone
numbers, or even send a quick email introducing me to the potential candidate(s), I would
be very grateful. I would like to include in this study exemplary charter school executive
directors who are members in your professional association.
Thanks, in advance, for your time and consideration.
Kind regards,
Erika Vanderspek
Doctoral Candidate, UMASS GLOBAL
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APPENDIX C
Invitation Email to Participants
Dear Exemplary Charter School Executive Director,
My name is Erika Vanderspek, and I’m a doctoral candidate at UMASS GLOBAL,
formerly Brandman University, in the Department of Organizational Leadership. Thank
you for your interest in participating in my research study. I am part of a thematic
dissertation team conducting research to determine what strategies are used by exemplary
leaders to develop and maintain personal resilience. Your participation in this research
study consists of one 60-minute interview of 12 questions that were developed by a team
of 2 peer researchers and 2 university faculty members. The interview questions are
based on Everly, Strouse and McCormack’s Five Factors of Personal Resilience (active
optimism, decisive action, moral compass, relentless tenacity, interpersonal support). If
possible, I would also like to collect any relevant artifacts available for data triangulation.
Purpose: The purpose of this exploratory phenomenological study is to identify and
describe the strategies used by exemplary charter school executive directors to develop
and maintain personal resiliency based on Everly, Strouse and McCormack’s Five
Factors of Personal Resilience (active optimism, decisive action, moral compass,
relentless tenacity, interpersonal support).
Procedures: If you choose to participate in this study, you will be invited to participate
in a 60-minute, one-on-one interview conducted on Zoom. I will ask a series of questions
designed to allow you to share your experience as an exemplary charter school executive
director. The interview questions will relate to your perceptions about strategies to
develop and maintain personal resilience. The interviews will be recorded for
transcription purposes.
Risk, Inconveniences, and discomforts: There are no major risks to your participation
in this research study. The interview will be at a time and place, which is convenient for
you.
Potential Benefits: There are no major benefits to you for participating; nonetheless, a
potential benefit may be that you will have an opportunity to identify strategies charter
school executive directors use to develop and maintain resilience. The information in the
study is intended to inform researchers and leaders about developing and maintaining
resilience, which leads to improved stress management and sustained leadership.
Anonymity: If you agree to participate in the interview, you can be assured that it will
be completely confidential and your privacy will be taken very seriously. I have attached
the UMASS GLOBAL Research Participant’s Bill of Rights and an Informed Consent
and Audio/Visual Recording document for your review. You will be free to stop the
interview and withdraw from the study at any time. You are also encouraged to ask any
questions that will help you understand how this study will be performed and/or how it
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will affect you. Feel free to contact me, the principal investigator, Erika Vanderspek at
@mail.brandman.edu or by phone at xxxxxxxxxx, to answer any questions or concerns
you may have. If you have questions, comments, or concerns about the study or your
rights as a participant, you may also write or call the UMASS GLOBAL Institutional
Review Board, which is concerned with the protection of volunteers in research projects.
The UMASS GLOBAL Institutional Review Board may be contacted by telephoning or
the Office of Academic Affairs at (949) 341-9937 or by writing the Vice Chancellor of
Academic Affairs, UMASS GLOBAL, 16355 Laguna Canyon Road, Irvine CA 92618.
Sincerely,
Erika Vanderspek
Doctoral Candidate, UMASS GLOBAL
Attachment
Interview Questions
Active Optimism. Expecting the best possible outcome and believing one can enact
positive change in the face of adversity. (Everly et al., 2015; Harrison & Westwood,
2009; Patterson et al., 2009; Scheier & Carver, 1985).
1. How do you develop and maintain optimism when faced with extreme adversity?
2. How does your optimism lead to positive change in your organization?
Decisive Action. Changing course, with confidence and responsibility, to achieve the
best results from changing circumstances. (Everly et al., 2015; Patterson et al., 2009;
Raisor, 2011).
1. How do you remain confident when it’s necessary to change course within the
organization?
2. How do you take responsibility for the difficult decisions you make in your
organization?
Moral Compass. An inner sense, composed of honor, integrity, responsibility, and
fidelity, which guides leadership behavior. (Everly et al., 2015; Larsen & Derrington,
2012; Patterson et al., 2009).
1. How does a moral compass support you maintaining personal resilience?
2. How do you rely on your personal values to remain resilient?
Relentless Tenacity. A purposeful course of action consistent with one’s core values,
when an individual exhibits steady persistence during times of adversity (Everly et al.,
2015; Patterson et al., 2009).
1. How do you remain tenacious in your leadership in the face of adversity?
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2. Please share a time when you felt you were relentless with a purposeful course of
action for your organization.
Interpersonal Support. The commitment among members to willingly contribute to one
another and the collective well-being during times of distress (Everly et al., 2015;
Patterson et al., 2009; Werner & Smith, 1982).
1. How does interpersonal support provide you with the ability to bounce back in the face
of adversity?
2. How do you develop relationships that support collective well-being during times of
distress?
Personal Resilience. For the purposes of this study, personal resilience is defined as an
individual’s capacity to meet adversity and have positive results that they then apply to
future situations.
1. How does your successful resolution to a difficult situation give you confidence to face
another crisis?
2. According to research*, individuals have been able to develop and learn resilience as a
leader. How do you maintain personal resilience?
*https://www.forbes.com/sites/hillennevins/2020/03/31/staying-resilient-in-stressfultimes/?sh=39f84c7b316b
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APPENDIX D
Interview Protocol
Introduction
My name is Erika Vanderspek and I’m part of a thematic dissertation team conducting
research to identify and describe the strategies used by exemplary charter school
executive directors to develop and maintain personal resiliency.
I want to thank you for expressing your agreement to participate in this interview on
personal resilience. This interview is intended to explore further information and provide
depth to the research on resilience.
As a leader of a charter school, you are responsible for managing stressors, addressing
emerging crises, and serving your community with stability and sustainability. The
purpose of this exploratory phenomenological study is to identify and describe the
strategies used by charter school executive directors to develop and maintain personal
resiliency based on Everly, Strouse, and McCormack’s Five Factors of Personal
Resilience. Those five leadership factors are: active optimism, decisive action, moral
compass, relentless tenacity, and interpersonal support. During this interview, please feel
free to refer to the document sent to you by email that gives specific descriptions of these
factors.
I am conducting 8 interviews with leaders like you. The information you give, along
with the information provided by others, hopefully will provide strategies that exemplary
leaders, such as yourself, have identified to develop and maintain personal resiliency that
will add to the body of research currently available.
Incidentally, even though it appears a bit awkward, I will be reading most of what I say.
The reason for this is to guarantee, as much as possible, that my interviews with all
participating exemplary leaders will be conducted in the same manner.
Informed Consent
Did you receive and read the Informed Consent? For ease of our discussion and
accuracy, I will record our conversation as indicated in the Informed Consent. Do I have
your permission to begin the audio/video recording?
I would like to remind you any information that is obtained in connection to this study
will remain confidential. All of the data will be reported without reference to any
individual(s) or any institution(s). After I record and transcribe the data, I will send it to
you via electronic mail so that you can check to make sure that I have accurately captured
your thoughts and ideas.
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Did you receive and read the Informed Consent and Research Participant’s Bill of Rights
I sent you via email and do you agree to participate in this research? I need to hear your
affirmative answer so it is recorded as confirmation of consent to participate. Do you
have any questions or need clarification about either document?
We have scheduled an hour for the interview. At any point during the interview, you
may ask that I skip a particular question or stop the interview altogether. For ease of our
discussion and accuracy, I will record our conversation as indicated in the Informed
Consent.
Do you have any questions before we begin? Okay, let’s get started, and thanks so much
for your time.
Interview Questions
Active Optimism. Expecting the best possible outcome and believing one can enact
positive change in the face of adversity. (Everly et al., 2015; Harrison & Westwood,
2009; Patterson et al., 2009; Scheier & Carver, 1985).
1. How do you develop and maintain optimism when faced with extreme adversity?
• Optional probe: Can you give me an example about how this was important to
you as a leader.
2. How does your optimism lead to positive change in your organization?
• Optional probe: Can you tell me a story of when your optimism led to positive
change?
Decisive Action. Changing course, with confidence and responsibility, to achieve the
best results from changing circumstances. (Everly et al., 2015; Patterson et al., 2009;
Raisor, 2011).
1. How do you remain confident when it’s necessary to change course within the
organization?
• Optional probe: Can you tell me a story of when your confidence was necessary
to change course?
2. How do you take responsibility for the difficult decisions you make in your
organization?
• Optional probe: Can you give me a specific example?
Moral Compass. An inner sense, composed of honor, integrity, responsibility, and
fidelity, which guides leadership behavior. (Everly et al., 2015; Larsen & Derrington,
2012; Patterson et al., 2009).
1. How does a moral compass support you maintaining personal resilience?
• Optional probe: Can you share a time when your honor and integrity guided you
through an organization crisis?
2. How do you rely on your personal values to remain resilient?
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•

Optional probe: Tell me about a time it was essential for you to call on your
values to resolve a difficult problem.

Relentless Tenacity. A purposeful course of action consistent with one’s core values,
when an individual exhibits steady persistence during times of adversity (Everly et al.,
2015; Patterson et al., 2009).
1. How do you remain tenacious in your leadership in the face of adversity?
• Optional probe: Could you give me an example?
2. Please share a time when you felt you were relentless with a purposeful course of
action for your organization.
• Optional probe: How did your core values influence your course of action?
Interpersonal Support. The commitment among members to willingly contribute to one
another and the collective well-being during times of distress (Everly et al., 2015;
Patterson et al., 2009; Werner & Smith, 1982).
1. How does interpersonal support provide you with the ability to bounce back in the face
of adversity?
• Optional probe: Please tell me about a specific time when you relied on
interpersonal support to provide you with the ability to bounce back?
2. How do you develop relationships that support collective well-being during times of
distress?
• Optional probe: Give me an example of how this impacted the culture of your
organization.
Personal Resilience. For the purposes of this study, personal resilience is defined as an
individual’s capacity to meet adversity and have positive results that they then apply to
future situations.
1. How does your successful resolution to a difficult situation give you confidence to face
another crisis?
• Optional probe: Tell me about a specific example.
2. According to research*, individuals have been able to develop and learn resilience as a
leader. How do you maintain personal resilience?
• Optional probe: What tools and supports do you utilize to maintain personal
resilience?
*https://www.forbes.com/sites/hillennevins/2020/03/31/staying-resilient-in-stressfultimes/?sh=39f84c7b316b
That concludes my questions. In order research and triangulate the information for this
study, artifacts are required. In relations to resilience and what we talked about today, are
there any artifacts that would support what we talked about. I would be very grateful.
Some examples might be webpages, apps, agendas. Is there anything else that you would
like to share at this time?
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Thank you very much for your time. If you like, when the results of our research are
known, I will send you a copy of my findings.
General Probes:
May be used during the interview when more information is needed and/or to expand the
conversation. These are not questions to share with the interviewee. It is best to be very
familiar with them and use in a conversational way, when appropriate, to extend answers.
1. “What did you mean by …”
2. “Do you have more to add?”
3. “Would you expand upon that a bit?”
4. “Why do you think that was the case?”
5. “Could you please tell me more about …”
6. “Can you give me an example of …”
7. “How did you feel about that?”
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APPENDIX E
Interview Question Alignment Table
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APPENDIX F
Research Participant’s Bill of Rights
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APPENDIX G
Informed Consent and Audio/Visual Recording Release
Information About: Developing and Maintaining Resilience in Charter School
Executive Directors.
Responsible Investigator: Erika Vanderspek, M.A.T.
Purpose of the Study:
You are being asked to participate in a thematic research study conducted by Erika
Vanderspek, a doctoral candidate from the School of Education at UMASS GLOBAL
(formerly Brandman University.) The purpose of this exploratory phenomenological
study is to identify and describe the strategies used by exemplary charter school
executive directors to develop and maintain personal resiliency based on Everly,
Strouse and McCormack’s Five Factors of Personal Resilience (active optimism,
decisive action, moral compass, relentless tenacity, interpersonal support). The
results of this study may provide resources to help charter school executive directors
develop and maintain resilience. Understanding resilience in charter school executive
directors may result in healthier charter school leaders, sustained leadership, and
better outcomes for students and the community.
Procedures: Your participation in this study is voluntary and will include an
interview through Zoom with the identified student investigator. The interview will
take approximately 60 minutes to complete and will be scheduled at a time and
location of your convenience. The interview questions will relate to your perceptions
and your responses will be confidential. Each participant will have an identifying
code, and names will not be used in data analysis. The results will be used for
scholarly purposes only.
Risk, Inconveniences, and discomforts: There are no major risks to your participation
in this research study. The interview will be at a time and place, which is convenient for
you.
Potential Benefits: There are no major benefits to you for participating; nonetheless, a
potential benefit may be that you will have an opportunity to identify strategies charter
school executive directors use to develop and maintain resilience. The information in the
study is intended to inform researchers and leaders about developing and maintaining
resilience, which leads to improved stress management and sustained leadership.
I understand that:
a) There

are minimal risks associated with participating in this research. The researcher
will protect my confidentiality by keeping the identifying codes and research materials
safeguarded in a locked file drawer or password protected digital file to which the
researcher will have sole access.
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b) The interview will

be audio and video recorded. The recordings will be available only
to the researcher. The audio/video recordings will be used to capture the interview
dialogue and to ensure the accuracy of the information collected during the interview.
All identifying information will be redacted, and my confidentiality will be
maintained. Upon completion of the study, all recordings will be destroyed. All of
other data and consents will be securely stored for three years after completion of the
data collection and confidentially shredded or fully deleted.
c) The possible benefit of this study to me is that my input may help add to the research
regarding the development and maintenance of resilience in charter school executive
directors. The findings will be available to me at the conclusion of the study. I
understand that I will not be compensated for my participation.
d) If I have any questions or concerns about the research, please feel free to contact Erika
Vanderspek, at @mail.brandman.edu or by phone at (xxxxxxxxxxx or Dr. Cindy
Petersen (Dissertation Chair) at cpeterse@brandman.edu.
e) My participation in this research study is voluntary. I understand that I may refuse to
participate in or I may withdraw from this study at any time without any negative
consequences. Also, the investigator may stop the study at any time.
f) I also understand that no information that identifies me will be released without my
separate consent and that all identifiable information will be protected to the limits
allowed by law. If the study design or the use of the data is to be changed, I will be so
informed and my consent obtained.
g) I understand that if I have any questions, comments, or concerns about the study or the
informed consent process, I may write or call the Office of the Vice Chancellor
Academic Affairs, UMASS GLOBAL, 16355 Laguna Canyon Road, Irvine, CA 92618
Telephone (949) 341-7641.

I acknowledge that I have received a copy of this form and the “Research
Participant’s Bill of Rights.” I have read the above and understand it and hereby
consent to the procedure(s) set forth.
__________________________________________
Signature of Participant or Responsible Party

Date: _________________

__________________________________________
Signature of Principal Investigator

Date: _________________
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Videotaping Release Form
Research Title: Developing and Maintaining Resilience in Charter School Executive
Directors
UMASS GLOBAL
16355 LAGUNA CANYON ROAD
IRVINE, CA 92618
RESPONSIBLE INVESTIGATOR: Erika Vanderspek, M.A.T.
I understand that the interview may be video recorded per the granting of my permission.
I do not have to agree to have the interview be video recorded. In the event that I do
agree to have myself video recorded, the sole purpose will be for video analysis to
support data collection related to Developing and Maintaining Resilience in Charter
School Executive Directors.
I hereby give my permission to Erika Vanderspek to use any photos or videotape material
taken of myself during her research on developing and maintaining resilience. The
photos and videotape material will only be used for this research and the videotape will
be destroyed at the end of the study. As with all research consent, I may at any time
withdraw permission for photos or video footage of me to be used in this research project.
Signature of Participant: _____________________________Date:____________

Signature of Principal Investigator: ____________________Date:____________

page 3 of 3
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APPENDIX H
Field-Test Participant Feedback Questions
While conducting the interview you should take notes of their clarification request or
comments about not being clear about the question. After you complete the interview ask
your field test interviewee the following clarifying questions. Try not to make it another
interview; just have a friendly conversation. Either script or record their feedback so you
can compare with the other two members of your team to develop your feedback report
on how to improve the interview questions.
1. How did you feel about the interview? Do you think you had ample opportunities to
describe what you do as a leader when working with your team or staff?
2. Did you feel the amount of time for the interview was ok?
3. Were the questions by and large clear or were there places where you were uncertain
what was being asked?
4. Can you recall any words or terms being asked about during the interview that were
confusing?
5. And finally, did I appear comfortable during the interview?
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APPENDIX I
Field-Test Faculty Observer Feedback Form
Conducting interviews is a learned skill set based on experience and feedback. Gaining
valuable insight about interview skills and affect with the interview will support the
collection of data gathering when interviewing actual participant. As the interview
observer you should reflect on the questions below after the interview is finished. You
should provide independent feedback at the conclusion of the interview field test. As
observer you should take notes that will assist the interviewer to be successful in
improving their interview skills.
1. How long did the interview take? _______Did the time seem appropriate?
2. Did the interviewer communicate in a receptive, cordial, and encouraging manner?
3. Was the introduction of the interview friendly with the use of commonly understood
language?
4. How did the interviewee feel during the interview?
5. Was the interviewer prepared and relaxed during the interview?
6. Did the interviewee understand the interview questions or did they require
clarification?
7. What parts of the interview went smoothly and why?
8. What parts of the interview seem to struggle and why do you think that was the case?
9. Did the interviewer maintain objectivity and not interject value judgements or lead
the interviewee?
10. Did the interviewer take opportunity to discuss or request artifacts that support the
data gathered from the interview?
11. If you were to change any part of the interview, what would that part be and how
would you suggest changing it?
12. What suggestions do you have for improving the overall process?
*Conducting interviews virtually is different than face-to-face and requires more
attention to number 2 & 3 above. As an observer give specific feedback on these
items.
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APPENDIX J
Protecting Human Research Participants Certificate
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APPENDIX K
Institutional Review Board Approval
Dear Erika Vanderspek,
Congratulations! Your IRB application to conduct research has been approved by
the UMass Global Institutional Review Board. Please keep this email for your records, as
it will need to be included in your research appendix.
If you need to modify your IRB application for any reason, please fill out the "Application
Modification Form" before proceeding with your research. The Modification form can
be found at IRB.umassglobal.edu
Best wishes for a successful completion of your study.
Thank You,
IRB
Academic Affairs
UMass Global
16355 Laguna Canyon Road
Irvine, CA 92618
irb@umassglobal.edu
www.umassglobal.edu
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APPENDIX L
Framework for Research Artifacts
Artifacts are any tangible materials that support or represent the study participant’s
responses to qualitative interview questions. Collecting artifacts is a way to collect data
from multiple sources on the same topic, which supports data triangulation. Examination
of artifacts, in addition to interviewing, could reduce or eliminate potential skewing of
data from solely purposeful sampling (Patton, 2015).
Examples of artifacts: personal records, email, pictures, video recording, memorabilia,
webpages, meeting minutes, agendas, reports, official documents, archival data, etc.
Research purpose: The purpose of this exploratory phenomenological study is to
identify and describe the strategies used by charter school executive directors to develop
and maintain personal resiliency based on Everly, Strouse, and McCormack’s (2015) five
factors of personal resilience (active optimism, decisive action, moral compass, relentless
tenacity, and interpersonal support).
Using this framework as a guide, what artifact might you have that represents your
strategies in each research question?
Research Question
1. How do exemplary charter school
executive directors develop and maintain
personal resilience?

Artifact

2. How do exemplary charter school
executive directors develop and maintain
resilience through active optimism?
3. How do exemplary charter school
executive directors develop and maintain
resilience through decisive action?
4. How do exemplary charter school
executive directors develop and maintain
resilience through achieving a moral
compass?
5. How do exemplary charter school
executive directors develop and maintain
resilience through relentless tenacity?
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6. How do exemplary charter school
executive directors develop and maintain
resilience through interpersonal support?
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